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AGENDA OF A REGULAR MEETING - NATIONAL CITY CITY COUNCIL/
COMMUNITY DEVELOPMENT COMMISSION — HOUSING AUTHORITY OF
THE CITY OF NATIONAL CITY

COUNCIL CHAMBERS
CIVIC CENTER
1243 NATIONAL CITY BOULEVARD
NATIONAL CITY, CALIFORNIA

TUESDAY, MAY 15, 2018 - 6:00 PM

ORDER OF BUSINESS: Public sessions of all Regular Meetings of the
City Council / Community Development Commission - Housing
Authority (hereafter referred to as Elected Body) begin at 6:00 p.m. on
the first and third Tuesday of each month. Public Hearings begin at
6:00 p.m. unless otherwise noted. Closed Sessions begin at 5:00 p.m.
or such other time as noted. If a workshop is scheduled, the subject
and time of the workshop will appear on the agenda. The Mayor and
Council members also sit as the Chairperson and Members of the
Board of the Community Development Commission (CDC).

REPORTS: All open session agenda items and reports as well as all
documents and writings distributed to the Elected Body less than 72
hours prior to the meeting, are available for review at the entry to the
Council Chambers. Regular Meetings of the Elected Body are webcast
and archived on the City’s website www.nationalcityca.gov.

PUBLIC COMMENTS: Prior to the Business portion of the agenda, the
Elected Body will receive public comments regarding any matters
within the jurisdiction of the City and/or the Community Development
Commission. Members of the public may also address any item on the
agenda at the time the item is considered by the Elected Body.
Persons who wish to address the Elected Body are requested to fill out
a “Request to Speak” form available at the entrance to the City Council
Chambers, and turn in the completed form to the City Clerk. The Mayor
or Chairperson will separately call for testimony of those persons who
have turned in a “Request to Speak” form. If you wish to speak, please
step to the podium at the appropriate time and state your name and
address (optional) for the record. The time limit established for public
testimony is three minutes per speaker unless a different time limit is
announced. Speakers are encouraged to be brief. The Mayor or
Chairperson may limit the length of comments due to the number of
persons wishing to speak or if comments become repetitious or
irrelevant.

WRITTEN AGENDA: With limited exceptions, the Elected Body may
take action only upon items appearing on the written agenda. Items
not appearing on the agenda must be brought back on a subsequent
agenda unless they are of a demonstrated emergency or urgent
nature, and the need to take action on such items arose after the
agenda was posted.

CONSENT CALENDAR: Consent calendar items involve matters
which are of a routine or noncontroversial nature. All consent items are
adopted by approval of a single motion by the City Council. Prior to
such approval, any item may be removed from the consent portion of
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the agenda and separately considered upon request of a Councilmember, a staff member, or a member
of the public.

Upon request, this agenda can be made available in appropriate alternative formats to persons with a
disability in compliance with the Americans with Disabilities Act. Please contact the City Clerk’s Office at
(619) 336-4228 to request a disability-related modification or accommodation. Notification 24-hours prior
to the meeting will enable the City to make reasonable arrangements to ensure accessibility to this
meeting.

Spanish audio interpretation is provided during Elected Body Meetings. Audio headphones are available
in the lobby at the beginning of the meeting.

Audio interpretacién en espafiol se proporciona durante sesiones del Consejo Municipal. Los audiéfonos
estan disponibles en el pasillo al principio de la junta.

Spanish to English interpretation services are available to members of the public who wish to speak to
the City Council during the meeting. “Request to Speak” forms requesting interpretation must be filed
within the first two hours of the meeting.

Espafiol a los servicios de interpretacion Inglés de audio esta disponibles para los miembros del publico
gue desean hablar con el Ayuntamiento durante del Consejo Municipal. "Solicitud para hablar de" formas
solicitud de interpretacion deben ser presentadas dentro de las dos primeras horas del Consejo
Municipal.

COUNCIL REQUESTS THAT ALL CELL PHONES AND PAGERS BE TURNED OFF DURING CITY
COUNCIL MEETINGS.
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OPEN TO THE PUBLIC

A. CITY COUNCIL

CALL TO ORDER

ROLL CALL

PLEDGE OF ALLEGIANCE TO THE FLAG

PUBLIC COMMENTS (THREE-MINUTE TIME LIMIT)

PROCLAMATIONS

AWARDS AND RECOGNITIONS

PRESENTATIONS

1.

City's Community Enhancement Grant Update by the National City
Chamber of Commerce. (Jacqueline Reynoso, President/CEQ, National
City Chamber of Commerce)

Recap on Community Service Day event held on Saturday, April 28, 2018.
(Community Services)

INTERVIEWS / APPOINTMENTS

CONSENT CALENDAR

3.

Motion of the City Council of the City of National City approving the
waiving of the reading of the text of the Ordinances considered at this
meeting and providing that such Ordinances shall be introduced and/or
adopted after a reading of the title only. (City Clerk)

Resolution of the City Council of the City of National City authorizing the
Mayor to execute an agreement with Audio Associates of San Dieqo in the
amount of $154,006 and authorize a _contingency in _the amount of
$20,994 to upgrade the Council Chambers Audio/Video System.
(Information Technology)

Resolution of the City Council of the City of National City authorizing the
Mayor to execute an agreement with Swagit Productions, LLC in the
amount of $62,800 to implement the AVIOR High Definition Remote
Broadcast System and provide monthly streaming and video production
services. (Information Technology)
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Resolution of the City Council of the City of National City, 1) authorizing
the filing of eleven (11) grant applications through the San Diego
Associations of Governments (SANDAG) Active Transportation Grant
Program (ATGP) and Smart Growth Incentive Program (SGIP); 2)
accepting the terms of the grant agreements; 3) committing to providing
the local match amounts identified for each project if grant awards are
made by SANDAG:; and 4) authorizing the City Manager or designee to
execute the grant agreements if selected for funding. (Engineering/Public

Works)

Resolution of the City Council of the City of National City: 1) accepting the
work performed by A Good Sign and Graphics Co. for the Wayfinding
Signage Project, CIP No. 16-13; 2) approving the final contract amount of
$335,086.54; 3) authorizing the release of retention in the amount of
$16,754.33; and 4) authorizing the Mayor to sign the Notice of Completion
for the project. (Engineering/Public Works)

Resolution of the City Council of the City of National City, 1) supporting
Proposition 69 which prevents new transportation funds from being
diverted for non-transportation purposes, 2) opposing Attorney General
#17-0033 November ballot proposition repealing SB1, which raises funds
for transportation projects through the Road Repair and Accountability Act
(RMRA) of 2017, and 3) supporting the Coalition to Protect Local
Transportation Improvements, allowing the City of National City to be
listed as a member agency. The City of National City is projected to
receive $1,016,456 in RMRA funds for local transportation projects in
Fiscal Year 2019 through SB1. (Engineering/Public Works)

Resolution of the City Council of the City of National City authorizing the
City (Buyer) to piggyback on the City of Poway’s Urban Forestry
Maintenance Services contract with West Coast Arborist, Inc. (WCA), and
award the purchase of 1,700-tree purchase and planting services in_an
amount not to exceed $297,500, consistent with Section 2.60.260 of the
National City Municipal Code regarding cooperative purchasing.
(Engineering/Public Works)

Resolution of the City Council of the City of National City authorizing the
establishment of an Engineering Grants Fund appropriation of $333,000
and corresponding revenue budget to allow for reimbursement of eligible
project expenditures through the California Department of Transportation’s
(Caltrans) Sustainable Transportation Planning Grant Program _for
completion of the National City INTRA-Connect Plan (Integrating
Neighborhoods with Transportation Routes for All). (Engineering/Public

Works)

Resolution of the City Council of the City of National City authorizing the
installation of red curb No Parking on the north side of the 200 block of E.
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16.

17.

18.

19.

20.
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24th Street adjacent to the two driveways of parking lot "S" of National
City Park Apartments in order to enhance safety and visibility for drivers
exiting the apartment driveways (TSC No. 2018-04). (Engineering/Public

Works)

Resolution of the City Council of the City of National City authorizing the
conversion of 4-hour parallel parking to 30-minute parking located on the
south side of the 100 block of W. 33rd Street in front of National/54 Self
Storage to increase parking turnover for customers (TSC No. 2018-05).
(Engineering/Public Works)

Resolution of the City Council of the City of National City authorizing the
installation of a blue curb disabled persons parking space with sign in front
of the residence located at 254 E. 31st Street (TSC No. 2018-06).
(Engineering/Public Works)

Resolution of the City Council of the City of National City authorizing the
installation of All-Way Stop Control at the intersection of E. 22nd Street
and “A” Avenue in response to safety concerns by area residents. (TSC
No. 2018-07). (Engineering/Public Works)

Resolution of the City Council of the City of National City approving
revisions to the City of National City Alcohol and Drug-Free Workplace
Policy. (Human Resources)

Resolution of the City Council of the City of National City deleting the City
of National City Policy Concerning Sexual and Other Forms of
Harassment and adopting Council Policy 604  Discrimination and
Harassment. (Human Resources)

Resolution of the City Council of the City of National City approving
revisions to the City of National City Workplace Violence and Security
Policy and adopting said policy as Council Policy 605. (Human

Resources)

Temporary Use Permit — Fun Zone Inflatables hosted by Fun Zone at
Westfield Plaza Bonita Mall from May 17, 2018 thru September 3, 2018
with no waiver of fees. (Neighborhood Services)

Warrant Reqister #40 for the period of 03/28/18 through 04/03/18 in the
amount of $1,397,013.91. (Finance)

Warrant Register #41 for the period of 04/04/18 through 04/10/18 in the
amount of $2.065,780.09. (Finance)

PUBLIC HEARINGS: ORDINANCES AND RESOLUTIONS

NON CONSENT RESOLUTIONS
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Resolution of the City Council of the City of National City authorizing the
purchase of real property located at 1430 Hoover Avenue, in order to
provide interim secure storage for Police Department oversized vehicles
and trailers, for a total sales price of $973,350 and the payment of closing
costs not to exceed $10,000 and $100,000 for tenant improvements.
(Housing & Economic Development)

NEW BUSINESS

22.

23.

24,

Temporary Use Permit — Brews Campbell at Machete hosted by Machete
Beer House on June 23, 2018 from 5:30 p.m. to 1:30 a.m. at Machete
Beer House, 2325 Highland Avenue with no waiver of fees.
(Neighborhood Services)

Initiation of local historic designation and listing of properties identified in
the 2010 historic properties survey. (Planning)

Staff Report and Sample Policies on Ethics, Conduct and Decorum. (City

Manager)

B. COMMUNITY DEVELOPMENT COMMISSION - HOUSING AUTHORITY

CONSENT RESOLUTIONS - HOUSING AUTHORITY

PUBLIC HEARINGS: RESOLUTIONS - HOUSING AUTHORITY

NON CONSENT RESOLUTIONS - HOUSING AUTHORITY

NEW BUSINESS - HOUSING AUTHORITY

C. REPORTS

STAFF REPORTS

MAYOR AND CITY COUNCIL

CLOSED SESSION REPORT

ADJOURNMENT

Regular Meeting of the City Council and Community Development
Commission - Housing Authority of the City of National City - Tuesday -
June 19, 2018 - 6:00 p.m. - Council Chambers - National City, California.
Budget Schedule - FY 2019:

Tuesday, May 29, 2018, 5:00 p.m. - Budget Workshop
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Tuesday, June 19, 2018, 6:00 p.m. - Budget Hearing / Adoption
City Council Legislative Recess
August 7, 2018 - City Council Meeting - Dispensed With

August 21, 2018 - City Council Meeting - Dispensed With

No June 5, 2018 City Council Meeting
due to the Special Municipal Election
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The following page(s) contain the backup material for Agenda Item: City's Community
Enhancement Grant Update by the National City Chamber of Commerce. (Jacqueline
Reynoso, President/CEO, National City Chamber of Commerce)
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CITY’S COMMUNITY ENHANCEMENT GRANT UPDATE
BY THE NATIONAL CITY CHAMBER OF COMMERCE

Jacqueline Reynoso
President/CEO
National City Chamber of Commerce
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The following page(s) contain the backup material for Agenda Item: Recap on
Community Service Day event held on Saturday, April 28, 2018. (Community Services)

10 of 489




ltem #
5/15/18

Recap on Community Service Day event held on Saturday, April 28,
2018. (Community Services)
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The following page(s) contain the backup material for Agenda Item: Motion of the City
Council of the City of National City approving the waiving of the reading of the text of
the Ordinances considered at this meeting and providing that such Ordinances shall be
introduced and/or adopted after a reading of the title only. (City Clerk)
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MOTION OF THE CITY COUNCIL OF THE CITY OF NATIONAL
CITY APPROVING THE WAIVING OF THE READING OF THE
TEXT OF THE ORDINANCES CONSIDERED AT THIS MEETING
AND PROVIDING THAT SUCH ORDINANCES SHALL BE
INTRODUCED AND/OR ADOPTED AFTER A READING
OF THE TITLE ONLY.

(City Clerk)
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City authorizing the Mayor to execute an agreement
with Audio Associates of San Diego in the amount of $154,006 and authorize a
contingency in the amount of $20,994 to upgrade the Council Chambers Au
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City authorizing the Mayor to execute an agreement
with Swagit Productions, LLC in the amount of $62,800 to implement the AVIOR High
Definition Remote Broadcast System and provide monthly streaming an
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City, 1) authorizing the filing of eleven (11) grant
applications through the San Diego Associations of Governments (SANDAG) Active
Transportation Grant Program (ATGP) and Smart Growth Incentive Progr
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City: 1) accepting the work performed by A Good
Sign and Graphics Co. for the Wayfinding Signage Project, CIP No. 16-13; 2) approving
the final contract amount of $335,086.54; 3) authorizing the relea
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City, 1) supporting Proposition 69 which prevents
new transportation funds from being diverted for non-transportation purposes, 2)
opposing Attorney General #17-0033 November ballot proposition repeal
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City authorizing the City (Buyer) to piggyback on
the City of Poway’s Urban Forestry Maintenance Services contract with West Coast
Arborist, Inc. (WCA), and award the purchase of 1,700-tree purchase a
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City authorizing the establishment of an Engineering
Grants Fund appropriation of $333,000 and corresponding revenue budget to allow for
reimbursement of eligible project expenditures through the Cali
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City authorizing the installation of red curb No
Parking on the north side of the 200 block of E. 24th Street adjacent to the two driveways
of parking lot "S" of National City Park Apartments in order
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City authorizing the conversion of 4-hour parallel

parking to 30-minute parking located on the south side of the 100 block of W. 33rd Street
in front of National/54 Self Storage to increase parking tu
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City authorizing the installation of a blue curb
disabled persons parking space with sign in front of the residence located at 254 E. 31st
Street (TSC No. 2018-06). (Engineering/Public Works)
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City authorizing the installation of All-Way Stop
Control at the intersection of E. 22nd Street and “A” Avenue in response to safety
concerns by area residents. (TSC No. 2018-07). (Engineering/Public
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The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City approving revisions to the City of National City
Alcohol and Drug-Free Workplace Policy. (Human Resources)
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CITY OF NATIONAL CITY, CALIFORNIA
COUNCIL AGENDA STATEMENT

MEETING DATE:  May 15, 2018 AGENDA ITEM NO.

ITEM TITLE:

Resolution of the City Council of the City of National City approving revisions to the City of National City
Alcohol and Drug-Free Workplace Policy.

PREPARED BY: Irene Mosle DEPARTMENT: Human Resources
PHONE: 336-4308 APPROVED BY:
EXPLANATION:

The Human Resources Department engaged the services of an attorney subject matter expert in the area of labor
relations to assist in reviewing and updating the City’s various labor relations policies and procedures for the
purpose of ensuring that all such documents are in compliance with current Federal, State and local laws. The
proposed revisions to the Alcohol and Drug-Free Workplace Policy are an outcome of said review.

The current policy was adopted by City Council Resolution on November 21, 1995, The City’s formally
recognized collective bargaining groups were notified of the proposed revisions. The revisions were met and
conferred upon as requested by the collective bargaining groups.

FINANCIAL STATEMENT: APPROVED: Finance
ACCOUNT NO. APPROVED: MIS

There is no fiscal impact associated with this item.

ENVIRONMENTAL REVIEW:
This is not a project and, therefore, is not subject to environmental review,

ORDINANCE: INTRODUCTION: | : FINAL ADOPTION: | !

STAFF RECOMMENDATION:
Adopt the resolution approving revisions to the City of National City Alcohol and Drug-Free Workplace Policy.

BOARD / COMMISSION RECOMMENDATION:

ATTACHMENTS:

1. Alcohol and Drug-Free Workplace Policy — Original
2. Alcohol and Drug-Free Workplace Policy — Strike Out (Edited) Version
3. Alcohol and Drug-Free Workplace Policy — Revised
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NATIONALCITY
City of National City

ALCOHOL AND DRUG-FREE WORKPLACE POLICY

Employees are the most valuable resource for a governmental organization. Their health and
safety is a serious concern. The City of National City will not tolerate any drug or alcohol use
which imperils the health and well-being of its employees or threatens its operation.

The use of illegal drugs, abuse of alcohol and other controlled substances, on or off duty, is
inconsistent with law abiding behavior expected of all citizens. Employees who abuse illegal
drugs or alcohol, on or off duty, tend to be less productive, less reliable, and prone to greater
absenteeism resulting in the potential for increased cost, delay, and risk in the conduct of City
business.

Furthermore, all employees have the right to work in an alcohol/drug-free environment, and to
work with persons free from the effects of drugs/alcohol abuse. Employees who abuse
drugs/alcohol are a danger to themselves and to others in the workplace.

The City Council of the City of National City is, therefore, committed to maintaining a safe and
healthy workplace free from the influence of alcohol/drugs. In addition, the City will vigorously
comply with the applicable requirements of the Drug-Free Workplace Act of 1988, the Omnibus
Transportation Employee Testing Act of 1991, and the Department of Transportation (DOT)
Regulations. The City, therefore, establishes the following policies effective January 1, 1996
(rescinds and supersedes resolution 91-57):

1. A City policy requiring that every individual proposed to be hired by the City be free of
drug abuse.

2. A City policy requiring each offer of employment for positions designated in the Medical
Guidelines established by the Civil Service Commission of National City or by DOT
Regulations for drug testing shall be conditional upon the passing of a urine test for drugs.
The City will not hire or promote any applicant for such designated position who fails to
pass the pre-employment drug test.

3. A City policy prohibiting unauthorized possession of an unsealed alcoholic beverage
container or possession of illegal drugs while on the City premises or while in the City
vehicles.
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10.

A City policy prohibiting the use, possession, offer for sale, distribution of illegal drugs
and/or engagement in any illegal drug activities in any form on or off duty by all City
employees.

A City policy prohibiting any employee reporting to work under the influence of alcohol,
illegal drugs and/or other mind altering chemicals. Employees who are under the influence
of alcohol or illicit drugs when they report to work or during working hours, are in
violation of this policy, regardless of when or where the substance entered the employee’s
system.

A City policy prohibiting anyone to use prescription drugs on the job to the degree that
work performance is impaired and safety in the workplace is jeopardized. (However,
nothing in this policy precludes the appropriate use of legally prescribed medications by a
physician). It is the employee’s responsibility to ascertain from the prescribing physician
whether the medication would interfere with job performance and to notify his/her
supervisor if job performance is impaired by medications. (An employee may be required
to provide a statement from a licensed physician, nurse practitioner or physician’s assistant
indicating when the employee is able to work safely while taking the prescribed
medications.)

A City policy requiring that if any employee has reason to believe that drugs or other
controlled substances are being illegally manufactured, distributed, dispensed or used on
City premises or on City time, such employee shall immediately notify the appropriate
supervisor.

Employees shall, as a condition of employment, notify their immediate supervisors, within
five (5) days, of any criminal alcohol/drug statute conviction.

Employees who request assistance or under acceptable circumstances are identified as
having problems with drugs/alcohol abuse will be assessed by a Substance Abuse
Professional (SAP) and referred for counseling, rehabilitation or employee assistance
programs such as those available through the City’s Employee Assistance Program (EAP)
or Group Health Programs.

Compliance with the City of National City Alcohol/Drug-Free Workplace Policy is a
condition of employment.

Employee violations of this policy are subject to administrative actions, up to and including
termination of employment.
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DEFINITIONS

Pursuant to the maintenance of a safe and alcohol/drug-free workplace, the following definitions
shall apply in support of enforcing the City’s policy:

1.

Employee — means a person, independent contractor, or person hired by an independent
contractor who performs services for the City of National City.

Covered Position — means a job classification which is listed in the Civil Service Medical
Guidelines as requiring drug testing or defined by DOT regulations as safety-sensitive.

Job Applicant/Pre-Employment — means a person, independent contractor, or person hired
by an independent contractor who applies to become an employee of or to perform work
for the City of National City.

Drug — any controlled or illegal substance (subject to regulation by the state or federal
government) capable of altering the mood, perception, or judgment of the individual
consuming it.

Alcohol - any beverage containing alcohol. Although the purchase and consumption of
alcohol is legal, reporting to work under the influence, consuming alcoholic beverages on
the City’s premises, or at a work site, is in direct violation of the City’s policy.

Prescription Drugs — any drug or medication prescribed by a licensed physician for a
medical condition. Use of prescribed drugs are not in direct violation of the City’s policy,
however, inappropriate use or a prescribed use that may cause significant impairment, thus
creating a safety hazard on the job, is in direct violation of the City’s policy.

Pre-employment Testing — means testing of individuals proposed to be hired or promoted
into a job classification designated for drug testing by the Medical Guidelines established
by the Civil Service Commission or required by DOT Regulations.

Reasonable Suspicion Testing — means a test ordered by a trained supervisor who has a
distinct belief based on specific, contemporaneous, articulable observations concerning the
appearance, behavior, speech and/or body odors of any employee and reasonable inferences
drawn from those facts related specifically to job performance, that the employee poses a
threat to themselves or safety of others because of drugs or alcohol.

Post Accident Testing — means a test is required after occurrence where a driver, operator,
or contributing worker has been involved in any vehicle or equipment accident/incident,
and where alcohol, drugs or other controlled substances cannot be discounted completely as
a contributing factor to the accident/incident. For purposes of this policy, accident does not
include minor accidents where the damage to the vehicle does not preclude departure from
the scene in its usual manner in daylight hours after simple repairs.

3
229 of 489




10.

11.

12.

Random Testing — means an unannounced selection by lot for drug and alcohol testing of
employees, who are in a job classification which is listed in the Civil Service Medical
Guidelines for random drugs/alcohol testing or designated as safety sensitive by DOT
Regulations. For an example of the selection process, to achieve the required annual
testing rate among thirty (30) covered individuals, four (4) individuals could be selected for
testing quarterly. All covered employees remain in the random selection pool at all times,
regardless of whether or not they have been previously selected for testing.

Return-to-Duty/Follow-Up Testing — means drug testing that applies to employees
returning to work after having previously tested positive and who have been suspended
from work. They must successfully complete a rehabilitation program and comply with
testing requirements of the substance abuse professional in order to return to work.

Safety-Sensitive Personnel — means employees identified to have safety sensitive work
related responsibilities as defined and mandated by the U.S. Department of Transportation
to participate in a drugs/alcohol testing program. The following employees are, therefore,
considered covered employees subject to random drug/alcohol testing:

(@ Individuals who operate the following commercial motor vehicles are covered
employees:

(1) A vehicle with a gross combination weight of at least 26,001 pounds inclusive
of a towed unit with a gross vehicle weight rating of more than 10,000 pounds;

(2) A vehicle with a gross vehicle weight of at least 26,001 pounds;
(3) A vehicle designed to transport 16 or more passengers, including the driver; or

(4) A vehicle used to transport those hazardous materials found in the Hazardous
Materials Transportation Act.

(b) Employees who are performing the following safety-sensitive functions are
covered employees:

(1) Employees inspecting equipment as required by the Federal Motor Carrier
Safety Regulations (FMCSR), or otherwise inspecting, servicing, or
conditioning any commercial motor vehicle at any time;

(2) Employees driving at the controls of a commercial motor vehicle;

(3) Employees loading or unloading a commercial motor vehicle, supervising, or
assisting in the loading or unloading, attending a vehicle being loaded or
unloaded, remaining in readiness to operate the vehicle, or in giving or
receiving receipts for shipments loaded or unloaded; or
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(4) Employees repairing, obtaining assistance, or remaining in attendance upon a
disabled vehicle.

13. Substance Abuse Professional (SAP) — means a licensed physician, licensed or certified
psychologist, social worker, employee assistance professional or an alcohol and drug abuse
counselor certified by the National Association of Alcohol and Drug Abuse Counselors
(NAADAC) Certification Commission. All persons listed in the definition must have
specific knowledge of and clinical experience in the diagnosis and treatment of alcohol and
drug-related disorders to qualify.

DRUG TESTING

When drug screening is required under the provisions of this policy, a urinalysis test will be
given to detect the presence of the following drugs:

SCREENING | CONFIRMATION
DRUGS CUT-OFF CUT-OFF

Cannabinoids as Carboxy (THC) 50 ng/ml 15 ng/mi
Cocaine Metabolites as Benzoylecgonine 300 ng/ml 150 ng/ml
Phencyclidine (PCP) 25 ng/ml 25 ng/ml
Opiates (codeine/morphine) 300 ng/ml 300 ng/ml
Amphetamines 1000 ng/mi 500 ng/ml
(amphetamine/methamphetamine)

Barbiturates 300 ng/ml 300 ng/ml
Benzodiazepines 300 ng/mi 300 ng/ml
Methadone 300 ng/ml 300 ng/mi
Methaqualone 300 ng/ml 300 ng/ml
Propoxyphen 300 ng/ml 300 ng/mi

The Threshold levels that are used to determine when drug screen is positive, and representing
“screening cut-off” and “confirmation cut-off” shown above, have been established as acceptable
levels in both categories. The procedures are immunoassay (EMIT) screens with gas
chromatography/mass spectrometry (GS/MS) confirmation, administered according to the
industry standards of the National Institute of Drug Abuse (NIDA) Certified Laboratories.

ALCOHOL TESTING

The City of National City acknowledges the U.S. Department of Transportation published rules
amendment (49 CFR Part 40) adding breath alcohol testing to the Federal Highway
Administration’s (FHWA) regulations pertaining to safety-sensitive personnel possessing a
commercial Driver’s License (CDL) and operating a Commercial Motor Vehicle (CMV). The
City also adheres to state laws pertaining to personnel possessing a CDL and operating CMVSs.
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Therefore, the following policy is established for personnel with a CDL and includes those other
employees performing safety-sensitive functions in any part of their job duties (see safety-
sensitive under definitions). This policy prohibits the use of alcoholic beverages within four (4)
hours of reporting to work and also prohibits a driver from driving while having a measurable
alcohol concentration in his/her system, amounting to 0.04 or greater alcohol limitation for CMV
operators.

The City also prohibits covered employees performing safety-sensitive functions from: (1) using
alcohol on the job; and (2) refusing to submit required alcohol tests. Supervisors must remove
from safety-sensitive function any covered employee who violates any of these prohibitions until
he/she has met the conditions for returning to a safety-sensitive function. If an employee is
found to have alcohol concentration over 0.02 concentration of alcohol, or if the employee is
under the influence of or impaired by alcohol, as indicated by behavior, speech and/or
performance indicators of alcohol misuse, and a reasonable suspicion alcohol test result cannot
be obtained, the employee will have to be removed from safety-sensitive duties for twenty-four
(24) hours until a test result indicating a zero alcohol concentration is obtained.

APPLICANT/PRE-EMPLOYMENT DRUG TESTS

1.  All pre-employment and promotional health screens for covered positions as defined in this
policy will include a urine drug screen. These health screens will include a urine drugs-of-
abuse screen for cannabinoids, cocaine, phencyclidine, opiates, amphetamines,
barbiturates, benzodiazepines, methadone, methaqualone, and propoxyphene. There is no
pre-employment alcohol test required.

2. The prospective employee must be informed by the person making the job offer that an
employment health screen will be conducted and will include a drug test and that the job
offer is contingent upon passing the employment health screen. The person is then sent to
the approval location for the health screen.

3. The nurse or physician conducting the health screen must obtain a signed consent form for
the drug screen. If the individual refuses, he/she will be informed by the City that the job
offer will be withdrawn.

4. When the consent form is signed, the pre-employment health screen is conducted, the urine
specimen collected.

5. The individual monitoring the collection must:

obtain signed consent;

collect the sample;

label and seal the sample in the presence of the donor; and

obtain the signature of the individual attesting to the ownership and identification of
the sample to the lab;

e.  ensure that the test of the samples is conducted according to DOT requirements.

oo o
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6. Results of any laboratory test will be sent to the Director of Personnel or designee.

7.  If the test results are negative, the individual will be contacted and be given a date to report
to work.

8.  If the test results are positive, the City will inform the individual that he/she has not passed
the pre-employment or promotional physical and that the job offer has been withdrawn. No
other elaboration will be made even if requested.

4.  No prospective employee may begin work prior to employee health approval and will not

be allowed to begin work at all if illicit drugs are identified during the employment health
screening process.

RANDOM DRUGS & ALCOHOL TESTING

Random Testing Requirements

Employees subject to random testing for the purpose of determining alcohol and illegal drug
presence will include only employees working in safety-sensitive areas. Covered employees are
those with safety-sensitive duties, as defined in this policy, such as equipment operators, street
and sewer maintenance workers, tree trimmers, traffic painters, sweeper operators, park
caretakers, mechanics and classifications that have responsibilities involving the operation of
commercial vehicles (i.e. requiring unexempt class A or B licenses) for the City.

The following items regarding the random selection and testing procedure will apply:

1.  The number of tests conducted annually shall equal or exceed fifty percent (50%) of the
average number of employees for which testing is required.

2. The City shall use a random selection process to select and shall issue a written directive to
the employee to be tested for the use of controlled substances on the same day as the test is
to be taken.

3. An employee shall submit to controlled substance testing when selected by a random
selection process. Refusal may be considered as sufficient grounds for termination.

To assure that the process is in fact random, all covered employees, whether or not they have
been chosen for testing in the past, will remain in the pool of employees for each subsequent
period. This procedure assures that the probability of any individual being selected each
period is always the same, whether or not the individual was selected in a previous period.
While it may be statistically improbable, a single individual could theoretically be selected for
testing on two (2), three (3) or even four (4) occasions within a calendar year. It also is
important to remember that the testing will be evenly distributed throughout a calendar year.
This requirement is expected to serve as a deterrent for those employees who, believing that they
are exempt from further testing following a recent negative test, might consider using alcohol,
drugs or other substances and not be detected.
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SELECTING EMPLOYEES FOR DRUGS/ALCOHOL TESTING

Computerized System: In this method, a random number generating program is loaded into a
computer along with the names or identification numbers for the covered employees. This list of
names will be checked regularly by the Personnel Director who shall add and delete
classifications as necessary upon notice to affected individuals. The computer then generates a
list of employees to be tested during the current testing period.

The selection process is repeated until the required numbers of employees are selected. Once the
list of test subjects is generated, employees should not be informed that they have been selected
until they must report for testing. Advance notice of testing shall not be given. As in all types
of tests, accurate records of the details of testing must be kept and confidentially maintained at
all times.

REASONABLE SUSPICION
DRUGS & ALCOHOL TESTING

The City shall require any employee to be tested, upon reasonable suspicion, for the use of drugs,
alcohol or other controlled substances. An employee shall submit to testing for the use of drugs,
alcohol or other controlled substances when ordered to do so by any supervisory personnel.

The conduct which caused reasonable suspicion must be witnessed by a supervisor trained in the
detection of drugs and alcohol. The supervisor must be knowledgeable in the identification of
actions, appearance, or conduct of an employee which are indicative of the drugs, alcohol and
other controlled substances.

The documentation of the employee’s conduct shall be prepared and signed by a trained
supervisor and any witness(es), utilizing the Observed Behavior/Reasonable Suspicion Record
Form (see attachments) as soon as possible after the observed behavior and before the results of
the test are released.

“Reasonable Suspicion” means a determination by a trained supervisor that reasonable
suspicion exist to require a controlled substances test which is based on specific,
contemporaneous, articulable observations concerning the appearance, behavior, speech, or body
odors of the covered employee. The supervisor/witness(es) must directly observe the behavior.
Hearsay or second hand information is not sufficient cause to require an employee to submit to a
drug test.

The reasonable suspicion alcohol test should be administered within two (2) hours of the
observation. If not, the employer must provide written documentation as to why the test was not
promptly conducted. No test may be administered after eight (8) hours following the
observation.

The reasonable suspicion drug test should be administered as soon as possible. If not
administered within thirty-two (32) hours of the observation, the employer/supervisor must
prepare a statement why not and discontinue attempts.
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DRUGS & ALCOHOL TESTING
The City shall require post accident drug and alcohol testing for any employee involved in a
workplace accident where drug or alcohol cannot be completely discounted as a contributing
factor. An accident occurs when as a result of an occurrence involving the vehicle an individual
dies or when a State or local law enforcement authority issues a citation to the covered employee
driver for a violation contributing to the accident. For purposes of this policy, accident does not

include minor accidents where the damage to the vehicle does not preclude departure from the
scene in its usual manner in daylight hours after simple repairs.

1.  Post accidents alcohol tests should be given within two (2) hours, but in no case later than
eight (8) hours. The need for testing is presumed and any determination not to test is made
by the employer/supervisor based on information that the employee’s performance could
not have contributed to the accident/incident by drug/alcohol use. This applies to the
operator and any employee who contributed to the accident.

2. The employee must make himself/herself readily available for the test, or they will be
deemed to have refused the test.

3. Drug test should be administered as soon as possible. If not administered within thirty-two
(32) hours of the accident/incident, the employer/supervisor must prepare a statement why
not and discontinue attempts.

RETURN-TO-DUTY AND
FOLLOW-UP TESTING

Any employee who has violated this drug/alcohol policy and is accepted for return-to-duty and
follow-up status after being suspended form work will comply with the following guidelines:

1.  Employees who violate the drug/alcohol policy shall have a return-to-duty test that requires
the employee to test negative for drugs, alcohol and/or other substances.

2. A positive test result will indicate the problem has not been resolved, and therefore,
requires referral to the Substance Abuse Professionals (SAP) for further assessment.

3. If the SAP suspects drug, alcohol and/or other substance use, the SAP may recommend
some or all substances included in the return-to-duty testing.

NOTE: The decision to return the employee to their job duty functions and to conduct the test
ultimately belongs to the City. The SAP’s function is to advise the City as to whether
the employee has complied with any recommended program of treatment.
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All employees identified by the Substance Abuse Professional (SAP) as needing assistance
will be subject to follow-up testing upon returning to duty. They will be subject to a
minimum of six (6) unannounced tests over the following twelve (12) months. The SAP
can recommend additional testing during this period or for an additional period up to a
maximum of sixty (60) months from the date the employee returns to duty. The SAP can
withdraw the recommendation for the follow-up testing in excess of the minimum at any
time, if the SAP determines that the testing is no longer necessary and is supported by the
employer.

Follow-up testing may include tests for other substances beyond the employee’s initial

positive test of alcohol and/or drug when the SAP has reason to suspect other drug, alcohol
and/or other substance involvement during the follow-up period.

IMPLEMENTATION

To provide a safe, alcohol and drug-free working environment, the City of National City will:

1.

Assign to the City Manager the overall responsibility for the implementation of this drug-
free workplace policy. The City Manager may designate a coordinator who shall be
immediately responsible to the City manager for the implementation of all aspects of the
drug-free workplace policy and procedures. The coordinator for this program shall be
either an employee with management status or a person with suitable professional expertise
who is contracted to perform this service.

@) The coordinator shall be responsible for the following:

(1) Dissemination of this policy to all current and new employees;

(2) The coordination of educational materials and supervisory drug training
programs. Programs may be provided by an Employee Assistance Program
provider or other person or organization with suitable expertise in this field.

(3) The oversight and evaluation of any Employee Assistance Program. The
coordinator shall act as liaison between the program providers and the City.
Reports of EAP activities shall be reviewed by the coordinator and, as
necessary, changes recommended;

4) Reports as necessary to the City Manager concerning actions taken to
implement this program and in order to identify needs for making the
program more effective;

(5) For ensuring that the appropriate federal agency is informed of any criminal
drug statute convictions of employees for violations occurring in the
workplace.
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2.  Contract with an independent drug program administrators to provide the Substance Abuse
Professionals (SAP), random selection and drug testing as well as pre-employment and
other drug testing services.

3. Recognize that there may be employees who have an alcohol or other drug problem and
initially assist in the resolution of that problem by encouraging employees to seek help
through employee assistance programs, health benefit plans, counseling services, substance
abuse professionals (SAP) or other available resources.

4.  Cooperate with outside law enforcement agencies.

5. Take any other actions deemed necessary and appropriate by the City.

CONSENT

Before a drug test is administered, employees and job applicants will be asked to sign a consent
form authorizing the test and permitting release of test results to City representative with a need
to know. The consent form shall provide a space for employees and applicants to acknowledge
that they have been notified of City’s drug testing policy.

REFUSAL TO CONSENT]

A job applicant who refuses to consent to a drug test will be denied employment with the City.

An employee’s failure to submit to drug/alcohol testing required by this policy for any reason,
will be considered a failure of the drug/alcohol test and may result in disciplinary measures, up
to and including termination.

CONSEQUENCES OF FAILING DRUG OR ALCOHOL TESTS

1. Employees who test positive or refuse testing for drugs, alcohol or other substances are
subject to disciplinary action, up to and including termination. Employees are also subject
to all state and federal law consequences governing these violations.

2. If acovered employee is not terminated, the employee:
a. must be removed from performing any safety-sensitive function;
b. must submit to an examination by a substance abuse professional. Upon a
determination by the substance abuse professional, the employee may be required to

undergo treatment for his/her alcohol or drug abuse. The City is not required to pay
for this treatment;
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C. may not be returned to his/her former safety-sensitive position until the employee
submits to a return-to-duty and follow-up testing for controlled substance and/or
alcohol test which indicates an alcohol concentration level of less than 0.02 and a
negative result on a controlled substance test;

d. will be required to submit to unannounced follow-up testing after he/she has been
returned to his/her safety-sensitive position.

DISCIPLINE FOR WORK-RELATED PROBLEMS

The City may, in its sole discretion, impose disciplinary measures, up to and including
termination, upon employees for rule violations and work-related problems, separate and apart
from violations of this policy, even if such rule violations or work-related problems result from
substance abuse.

CONFIDENTIALITY

No employee or applicant will be labeled a “drug user”, and there will be no disclosure of such
information to a third party who does not have a need to know about results, corrective action, or
treatment involving an employee.

All investigations and test results of individuals using illicit drugs will be confidential except
during those instances when the City will be required to notify legal authorities. It is the City’s
position that off-duty activities that involve an employee, which negatively affect his/her
performance on the job or threatens the public’s confidence constitute grounds for discipline up
to and including termination of employment.

In any situation where a supervisor determines that an employee’s consumption of alcohol or
drugs, whether resulting in impairment or not, adversely affects job performance or public

confidence, the City may resort to corrective action, up to and including termination of
employment.

EMPLOYEE RESPONSIBILITY]

The City of National City believes that each employee has the responsibility to:
1. Report to work at all times free of alcohol or other drugs and their effects.
2. Not posses or use controlled substances (illegal drugs and/or prescription drugs without a

prescription) or alcohol during working hours or while subject to duty, or on breaks, or at
any time while on City property or in City uniform.

12
238 of 489




Notify his/her immediate supervisor when taking any medications or drugs, prescriptions or
non-prescription which may interfere with safe and effective job performance.

Notify his/her immediate supervisor within five (5) days of any criminal drug/alcohol
conviction for the violation law.

Participate in and support City sponsored drug and alcohol education programs.

Seek and accept assistance for alcohol and other drug abuse related problems before job
performance is affected.

Support City efforts to eliminate alcohol and other drug abuse among employees where it
exists.
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COVERED POSITIONS TO FOLLOW WHEN IT IS BELIEVED

PROCEDURE FOR SUPERVISORS OF EMPLOYEES IN

THAT THEY MAY BE UNDER THE INFLUENCE OF DRUGS
AND/OR ALCOHOL

There may be instances when the supervisors have reasonable cause to believe that;

an employee has consumed drugs and/or alcohol on City premises;
reported to work under the influence of drugs and/or alcohol; or

the supervisor has reason to believe that employee’s off-duty abuse of drugs and/or
alcohol has resulted in work-related problems.

Under these circumstances, the supervisor must request a urine/breath screen even though the
employee is not believed to be impaired. The drug/alcohol screen is not intended to prove
impairment, but to confirm the presence of the drug and/or alcohol. Whether or not impairment
is suspected, if the supervisor has reason to consider requiring a drug/alcohol screen, use the
following process to validate the reasons for considering a drug/alcohol screen:

1.

The supervisor should personally escort the employee to an office or other private area.
Have another supervisor present as a witness, if possible.

Confront the employee with reasons for suspecting drug and/or alcohol policy violations.
Use the reasonable suspicion checklist to question and the document information from the
employee. Complete the form and in conversation with the employee, determine whether
or not the employee has either consumed drugs and/or alcohol on City premises or during
work duty and is under the influence, or whether the employee’s off-duty abuse of drugs
and/or alcohol has resulted in work-related problems.

If the employee does not appear to be under the influence of drugs, including prescription
drugs, and has not consumed drugs during work duty or on City premises, or the employee
has not engaged in off-duty abuse of drugs and/or alcohol which resulted in work-related
problems, and the employee is able to perform regular work duties, have him/her return to
the work unit and resume work.
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4. Ifitis believed that the employee is under the influence of, or has consumed drugs and/or
alcohol on City premises or during work duty, or that the employee’s off-duty abuse of
drugs and/or alcohol has resulted in work-related problems, advise the employee that City
rules have been violated and that he/she is being directed to provide a urine sample for drug
and/or alcohol testing. Personally escort the employee (with another supervisor when
possible) to the approved drugs/alcohol testing site.

5. Require the employee to read and sign a consent form, available at the testing location,
agreeing to the urinalysis test. Advise the employee that refusal to sign the form or give a
specimen will be treated as a refusal to obey a direct order, and will constitute an admission
that the suspicion is reasonable and may be grounds for termination. Once the specimen is
taken and initialed by the employee, suspend him/her with pay, pending results and a
review of the circumstances.

6. If it is believed that the employee is impaired, make arrangements to have the employee
taken home. Do not permit him/her to leave the premises or drive alone. If the employee
refuses any assistance, make sure a witness can verify that the employee refused such
assistance. If the supervisor cannot control the employee’s actions and then departs
without assistance, immediately call the local police or law enforcement agency to inform
them of the employee’s condition and refusal for assistance. Tell the law enforcement
officials the employee’s name, and a description of the automobile including the license
number.

7. A thorough review of documentation, test results, and circumstances will be made before
making a decision regarding the employee. A final decision will be made and
communicated to the employee within a reasonable period unless there are extenuating
circumstances.

8.  If the test results are negative and the employee is returned to work with no corrective
action, the suspended time is paid and the employee’s record is cleared.

9. Inall cases where alcohol or drug involvement is confirmed or suspected, recommend the
employee to seek support from a drug/alcohol abuse program.

NOTE: Employees involved with or contributing to an accident or other incident involving
actual or potentially serious injury where drugs/alcohol cannot be discounted are
required to submit to a post accident urinalysis test. Consequently, steps #1 through
#3 of the above procedures do not apply.
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OBSERVED BEHAVIOR/REASONABLE SUSPICION RECORD

Employee’s Name: Job Title:
Observation Date: Time: a.m./p.m. to a.m./p.m.
Location:

QUESTIONS

1. Do you have any medical problems for which you are currently being treated for?
If yes, are there any work restrictions by the doctor?
What is your doctor’s name, address and telephone number?

2. Are you taking prescribed medication? If yes, what medication and for what reason?

3. Do you have any medical problems for which you are not currently being treated for?
If yes, describe:

4. Are you using any type of unprescribed drug? If yes, what? When?
Where? With whom?

5. Have you had alcohol, alcoholic beverage, and other substance with alcohol in it?
If yes, what? When?
Where? With whom?

CAUSE FOR SUSPICION

1. Presence of alcohol containers, drugs and/or paraphernalia (specify):

2. Appearance: Normal Flushed Punctured Marks
Disheveled Bloodshot eyes Unusual skin sores
Dilated/Constricted pupils Profuse sweating
Dry-mouth symptoms Runny Nose
Tremors Inappropriate wearing of sunglasses

Other: (i.e. smells):
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Page 2
Observed Behavior/Reasonable
Suspicion Record

3. Behavior/Speech Normal Incoherent Slurred
Silent Confused Slowed
Whispering Angry Happy
Other:
4. Awareness: Normal Mood swings Euphoria
Confused Paranoid Disoriented
Lethargic Lack of coordination
Other:
5. Motor Skills: Normal Swaying Falling Staggering
Other:
6. Walking & Turning:
Normal Stumbling

Arms raised for balance

Other:

Reaching for support

7.  Work Performance:

Unusual recent absenteeism
and/or tardiness

Frequent complaints of illness
negatively affecting work performance

Increased high/low periods of
productivity

Frequent lapses in concentration
and/or judgment

Repeated difficulty in recalling
instructions

Constant complaining

Other:

Frequent accidents, mistakes

Frequently misses deadlines or
takes more time to complete

job than necessary

Takes needless risks

Disregard for safety of others

Frequent complaints from
co-workers

Frequently borrowing money
from co-workers

Bringing domestic or personal
problems to work

8. Other observed Actions or Behavior (specify):

Witnessed by:

a.m./p.m.

(Signature) (Title) (Date) (Time)

a.m./p.m.

(Signature) (Title) (Date) (Time)

This document must be prepared and signed by the witnesses within 24 hours of t
of the tests are released, whichever is earlier.
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ALCOHOL AND DRUG-FREE WORKPLACE POLICY

ARTICLE 1 - PURPOSE

Employees are the most valuable resource for a governmental organization. Their health and
safety are of utmost importance. The City of National City (City) will not tolerate the use of any
illegal drug, alcohol or other controlled substance that imperils the health and well-being of City
employees or threatens the City’s operations.

The use of illegal drugs, abuse of alcohol or other controlled substances, on or off duty, is
inconsistent with the law-abiding behavior expected of all citizens. Employees who abuse illegal
drugs, alcohol or other controlled substances tend to be less productive, less reliable and prone to
greater absenteeism resulting in the potential for increased cost, delay and risk in the conduct of
City business. Furthermore, all employees have the right to work in an alcohol and illegal drug-
free environment, and to work with persons free from the effects of alcohol and illegal drug
abuse. Employees who abuse illegal drugs, alcohol or other controlled substances are a danger
to themselves, to co-workers and to the public.

The City Council is committed to maintaining a safe and healthy workplace free from the
influence of illegal drugs, alcohol and other controlled substances. The City intends to comply
with all applicable federal regulations governing workplace anti-drug programs and safety-
sensitive employees, including the Drug-Free Workplace Act of 1988, the California Drug-Free
Workplace Act of 1990, the Omnibus Transportation Employee Testing Act of 1991 and the
Federal Transportation Administration (FTA) and Federal Motor Carrier Safety Administration
(FMCSA) of the Department of Transportation (DOT). All covered employees are required to
submit to drug and alcohol tests in accordance with these regulations as a condition of
employment._ Due to the additional regulatory requirements placed on covered employees by
state and federal law and requlations (the term “covered employees” is defined in section 2.2 of
this policy on the next page), some provisions of this Policy apply only to covered employees.
The provisions applicable to covered employees only are clearly identified in this Policy.

ARTICLE 2 - INDIVIDUALS COVERED

Section 2.1 External Applicants and City Employees

This Policy applies both to external applicants for City jobs and to City employees. Each
employee must sign a statement certifying that he or she received a copy of this Policy and
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understands its contents. Employees should direct any questions regarding their rights and
obligations under this Policy to their supervisors or to the Human Resources Department.

Section 2.2 Covered Employees

This Policy applies to covered employees as defined by DOT requlations. DOT regulations call
for specific drug and alcohol testing of drivers who operate commercial motor vehicles requiring
a commercial driver’s license as well as employees who perform “safety-sensitive” functions.
Individuals who are required to have a commercial driver’s license to operate commercial motor
vehicles and those performing “safety-sensitive” functions are considered “covered employees.”
Covered employees are prohibited from being under the influence of or in possession of illegal
drugs, alcohol or other controlled substances while on-duty or on on-call status.

The following employees are considered covered employees subject to random drug/alcohol
testing: *

(a) Individuals who operate commercial motor vehicles if the vehicle:

(1) Weighs at least 26,001 or more pounds inclusive of a towed unit with a
gross vehicle weight rating of more than 10,000 pounds;

(2) Has a gross vehicle weight of at least 26,001 pounds;
3) Is designed to transport 16 or more passengers, including the driver; or
(4) Is of any size and is used in the transportation of materials found to be

hazardous for the purposes of the Hazardous Materials Transportation Act and
which require the vehicle to be placarded under the Hazardous Materials

Requlations.

(b) Employees who perform any of the following safety-sensitive functions:

(1) Driving a commercial motor vehicle that requires the driver to have a
commercial driver’s license (CDL);

(2) Waiting to be dispatched to operate a commercial motor vehicle;

(3) Inspecting, servicing or conditioning any commercial motor vehicle;

(4) All time spent at the driving controls of a commercial motor vehicle;

(5) Performing all other functions in or upon a commercial motor vehicle

(except time spent resting in the sleeper berth);

(6) Loading or unloading a commercial motor vehicle, supervising or assisting
in_the loading or unloading, attending a vehicle being loaded or unloaded,
remaining in readiness to operate the vehicle, or giving or receiving receipts for
shipments being loaded or unloaded; or

2
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(7 Repairing, obtaining assistance or remaining in attendance upon a disabled

vehicle.

A covered employee is considered to be performing a safety-sensitive function during any period
in which that employee is actually performing, ready to perform, or immediately available to
perform any safety-sensitive function, including off-site lunch periods and breaks.

ARTICLE 3 - SAFETY EMPLOYEES CONDUCTING OFFICIAL DUTIES

This Policy shall not prevent a Safety Employee of the City Police Department from consuming
alcohol on duty or from possessing alcohol, illegal drugs, or other controlled substances on duty
upon the approval of the Chief of Police or designee as part of his or her official duties and when

in furtherance of the mission of the Police Department.

ARTICLE 4 - DEFINITIONS

1.

Alcohol — The intoxicating agent in beverage alcohol, ethyl alcohol or other low< - -
molecular weight alcohols including methyl and isopropy! alcohol.

Alcohol Use — The consumption of any beverage, liquid mixture or preparation+ - - |
(including any prescription or over-the-counter medication) containing alcohol.

Cannabis — All parts of the plant Cannabis sativa L., whether growing or not; the seeds+ - -
thereof; the resin extracted from any part of the plant; and every compound, manufacture,

salt, derivative, mixture, or preparation of the plant. The term cannabis also means
marijuana and marihuana.

and other real estate, parking lots, roads, driveways and right-of-ways, vehicles,
equipment, lockers, file cabinets and desks. This includes any property used for City
business or privately owned property that City employees may use while conducting City
business.

City Property — All City owned or leased property , including but not limited to buildings«< - - w

Controlled Substance — A drug or other substance, or immediate precursor whose« - -
manufacture, possession or use is regulated by the federal government and that has a 1
stimulant, depressant, or hallucinogenic effect on the central nervous system, including

but not limited to cannabis, cocaine, opiates, Phencyclidine (PCP), and amphetamines
(including methamphetamines).

Conviction — A finding of guilt (including a plea of nolo contendere) or imposition of<« - -
sentence, or both, by any judicial body charged with the responsibility to determine
violations of the federal or state criminal drug statutes.

certain commercial motor vehicles as defined by DOT Regulations and is subject to

Covered Employee — An employee who performs safety-sensitive functions or operates+ - - w
mandatory post-accident testing pursuant to the FMCSA and FTA.
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8.

10.

11.

12.

13.

14.

15.

16.

17.

Covered Position — A job classification which is listed in the Civil Service Medical«
Guidelines as requiring drug testing or as defined by DOT Regulations.

Criminal Drug Statute — A federal or non-federal criminal statute involving manufacture,«
distribution, dispensation, use or possession of any controlled substance.

Disabling Damage — Damage requiring the motor vehicle to be transported away from-
the scene of an accident by tow truck or other motor vehicle.

Drug or Drugs — A natural or synthetic substance which, when taken into a living body,+
affects its functioning or structure and is capable of altering the mood, perception, or
judgment of the individual ingesting the substance.

Drug Testing — A technical analysis of a biological specimen, for example urine, blood,«
breath, and/or saliva, to determine the presence or absence of illegal drugs or other
controlled substances, their immediate precursor, or their metabolites.

Employee — An individual who is employed to perform services for the City. This«
includes supervisory and management personnel and covered employees.

Follow-Up Testing — A written follow-up drug and/or alcohol testing plan determined by«
an employee’s Substance Abuse Professional (SAP) after the employee resumes
performance of safety-sensitive functions after committing a DOT drug or alcohol
regulation violation. The SAP must require an employee to submit to a minimum of six
unannounced follow-up tests in the first twelve months of safety-sensitive duty following
the employee’s return to safety-sensitive functions, but may require more frequent testing
for up to five (5) years. The City determines the specific dates to test the employee
according to the SAP’s written follow-up drug and/or alcohol testing plan.

Illegal Drug — Any controlled substance that is not legally obtainable under federal law-+
or a prescription drug obtained or used without the benefit of a prescription issued to the
employee or applicant in question by a licensed physician.

Job Applicant/Pre-Employment — A person, independent contractor, or person hired by<« - -

an independent contractor who applies to become an employee of or to perform work for
the City.

Post-Accident Testing — A DOT requirement that the City test surviving employee« - -

drivers for alcohol and controlled substances following an occurrence involving a
commercial motor vehicle operating on a public road in commerce if: (1) the driver was
performing safety-sensitive functions with respect to the vehicle and the accident
involved the loss of human life; or (2) the driver received a citation within 8 hours of the
occurrence under State or local law for a moving traffic violation arising from the
accident if the accident involved bodily injury to any person who, as a result of the injury,
immediately received medical treatment away from the scene of the accident or if one or
more motor vehicles incurred disabling damage requiring the motor vehicle to be
transported away from the scene by tow truck or other motor vehicle.
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18.

19.

20.

21.

22.

23.

24.

25.

Pre-employment Testing — Testing of individuals proposed to be hired or promoted into a+
job classification designated for drug testing by the Medical Guidelines established by the
Civil Service Commission or when required by DOT Regulations.

Prescription Drug — A drug or medication that an applicant or employee can lawfully+ -
obtain or possess under federal law pursuant to a prescription issued to the applicant or
employee in question by a licensed physician.

Random Testing — An unannounced and random selection for drug and alcohol testing< -
of employees who are in job classifications listed in the Civil Service Medical Guidelines
for random drug/alcohol testing or designated as safety-sensitive positions by DOT
Regulations.

Reasonable Suspicion Testing — A test ordered by a trained supervisor who believes+ -
based on specific, contemporaneous and articulable observations concerning the
appearance, behavior, speech or body odors of any employee and reasonable inferences
drawn from those facts related specifically to job performance, that the employee poses a
threat to him or herself or the safety of others because of illegal drugs, alcohol or other
controlled substances, or an employee’s own self-admission of recent use.

Return-to-Duty Testing — A DOT requirement that the City test an employee returning to+ -
work after committing a DOT drug or alcohol regulation violation before the employee in
question may return to the performance of safety-sensitive functions.

Safety-Sensitive Personnel — Employees identified as having safety-sensitive work<
responsibilities as defined by the DOT. This includes all full-time, part-time, intermittent
and backup employees performing safety-sensitive functions.

Substance Abuse Professional (SAP) — A licensed physician (medical doctor or doctor+
of osteopathy), or a licensed or certified psychologist, social worker, employee assistance
professional or an alcohol and illegal drug abuse or addiction counselor certified by the
National Association of Alcohol and Drug Abuse Counselors (NAADAC) Certification
Commission or by the International Certification Reciprocity Consortium/Alcohol &
Other Drug Abuse (ICRCJ), with knowledge or any clinical experience in the diagnosis
and treatment of alcohol and controlled substances disorders. A SAP evaluates
employees who have violated the City’s DOT Drug and Alcohol Policy or other
regulations and makes recommendations concerning education, treatment, follow-up
testing and aftercare. The SAP is the only professional authorized to return a DOT
regulated employee to safety-sensitive duties, following a violation of this Policy.

Work-Related Problems — Include, but are not limited to, substandard or unsafe work< - -

performance, excessive tardiness or regular failure to meet deadlines, obvious
impairment, insubordinate behavior, inability to complete the basic requirements of one’s
position or other repeated disciplinary issues or occurrences.

ARTICLE 5 - PROHIBITED CONDUCT

Section 5.1 Prohibited Conduct Applicable to Applicants and Employees

5

8490268.1 NA040-001 8490268-1-NAG40-00%

248 of 489

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
| Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

| Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,

3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
| Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
| Indent at: 0.5", Tab stops: Not at 0.5"




The City prohibits all applicants and employees from engaging in the following conduct:

1.

Possessing, using, or being under the influence of alcohol, an illegal drug or other«~ - -
controlled substance while on City property, while performing their duties (regardless of w
whether on City property) or at any time when use of alcohol, an illegal drug or other
controlled substance would impair, to any extent, the employee’s ability to perform his or

her duties or to operate any City equipment;

Possessing, using, or reporting to work with prescription drug(s) in his or her system,« - -

unless a licensed physician lawfully prescribed the prescription drug(s) to the employee
in question;

Using any over-the-counter medication during working hours if such use may<+ - -

detrimentally affect or impair the safety of the employee, coworkers, customers or
members of the public, or interfere with safe or efficient City operations;

Being on duty or operating a City vehicle or equipment while possessing alcohol;

Using or being under the influence of any legally obtained drug or prescription drug, on<- - _

the job, on City property or while conducting City business to the degree that work
performance is impaired and safety of the employee, coworkers and the public is
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jeopardized;

Reporting for duty or remaining on duty when the employee has used any controlled<« - -

substance, unless the use is pursuant to the instructions of a physician who has advised
the employee that the substance does not adversely affect the employee’s ability to
operate or use a vehicle or other City equipment safely;

Using or being under the influence of alcohol, illegal drugs or other controlled substances+ - -

while on on-call status;

Reporting to work while under the influence of alcohol, illegal drugs, controlled« - -

substances or other mind-altering chemicals. Any employee who is under the influence
of alcohol, illegal drugs, controlled substances or other mind-altering chemicals while on
on-call status, when reporting to work or during working hours, is in violation of this
Policy, regardless of when or where the substance entered the employee’s system;

Possessing an unsealed alcoholic beverage container or using or possessing alcohol, any« - -

10.

substance containing alcohol or any other impairing substances while on City premises or
while in a City vehicle or equipment;

Directly or through a third party, manufacturing, selling, distributing, dispensing, using or« - -

11.

otherwise attempting to manufacture, sell, or distribute illegal drugs or controlled
substances or engaging in any illegal drug activities in any form on or off duty;

Manufacturing, using, consuming, possessing, transferring, distributing, displaying,« - -

transporting, selling or growing cannabis in the workplace;
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12.

Refusing to submit to any alcohol, illegal drug or controlled substance test required by« - -

state or federal regulations. An employee who refuses to submit to a legally required
drug/alcohol test will be treated in the same manner as an employee who has tested 0.04
or greater on an alcohol test or tested positive on a controlled substances test;
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16.

with the testing process in a way that prevents the completion of the test;

An inability to provide breath or to provide an adequate-amount of breath without a valid«- - _

17.

medical explanation;

«—— —

Tampering with or attempting to adulterate the urine specimen or collection procedure;

18.

Not reporting to the collection site in the time allotted by the supervisor or manager who+- - _

19.

directs the employee to be tested;

Leaving the scene of an accident without a valid reason as to why authorization was not« - - -

20.

obtained from a supervisor or manager;

Consuming alcohol during the eight (8) hours immediately following an accident« - -

21.

involving City equipment or vehicle; and

Reporting for duty or remaining on duty after a confirmed positive alcohol, illegal drug,« - - 1

or controlled substance test before receiving clearance to return to work from

[appropriate City-persennell.the Human Resources Director or designee.

Section 5.2 Additional Prohibited Conduct Applicable to Covered Employees

Additionally, the City also prohibits covered employees from engaging in the following conduct:

1.

2.

Reporting for duty or remaining on duty requiring the performance of safety-sensitive« - -
functions while having an alcohol concentration level of 0.01 or greater; and

Performing a safety-sensitive function while using alcohol or within four (4) hours after« - -
using alcohol.

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, .. + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, .. + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

ARTICLE 6 - AFFIRMATIVE DUTY

Any employee who believes that alcohol, illegal drugs or other controlled substances are being
illegally manufactured, distributed, dispensed or used on City premises or on City time, must
immediately and without delay notify the appropriate supervisor.
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Axticle 6—ARTICLE 7 - CONSEQUENCES FOR VIOLATIONS

Section 7.1 Applicants

Any selected applicant whose test results are verified positive for an illegal drug, alcohol or other
controlled substance will have the offer of employment withdrawn by the City.

Section 7.2 Employees

Employee compliance with the City’s Alcohol and Drug-Free Workplace Policy is a condition of
continued employment. Any employee who violates this Policy is subject to disciplinary action,
up to and including termination of employment.

Employees who test positive or refuse testing for illegal drugs, alcohol or other controlled
substances are subject to disciplinary action, up to and including termination. Employees are
also subject to all state and federal law consequences governing these violations.

Off-duty activities that involve an employee, which negatively affect the employee’s
performance or safety on the job or threaten the public’s confidence, constitute grounds for
discipline up to and including termination of employment.

In any situation where a supervisor determines that an employee’s consumption or use of
alcohol, an illegal drug or other_ controlled substance, regardless of whether it results in
impairment or adversely affects job performance, safety or public confidence, the City may
impose discipline, up to and including termination of employment.

The City may, in its sole discretion, impose disciplinary measures, up to and including
termination of employment, upon employees for rule violations and work-related problems,
separate and apart from violations of this Policy, even if such rule violations or work-related
problems result from substance abuse.

ARTICLE 8 - CRIMINAL DRUG STATUTE CONVICTIONS

To fulfill its obligation under the Federal Drug-Free Workplace Act of 1988, the City requires
any employee who is convicted of any criminal drug statute, for a violation occurring in the
workplace, to provide written notice of the conviction to the fappropriate—eity
persennelDirector of Human Resources] no later than five (5) days after the conviction. Within
thirty (30) days of receiving notice from the employee, the City will take an appropriate
personnel action up to and including termination.

ARTICLE 9 - MEDICINAL AND RECREATIONAL CANNABIS

Although California law exempts use of cannabis by individuals with a California Department of
Public Health issued medicinal cannabis identification card and by adults over age 21 under the
Adult Use of Marijuana Act from criminal prosecution in state court, neither of these laws affect
an employer’s rights and obligations to maintain an illegal drug and alcohol free workplace.
Similarly, these laws do not require employers to permit or accommodate the use, consumption,
possession, transfer, display, transportation, sale, or growth of cannabis in the workplace or
affect the employer’s ability to have policies prohibiting the use of cannabis by employees and

8
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prospective employees. Cannabis remains an illegal drug under the federal Controlled
Substances Act and California laws do not prevent employers from complying with federal law.
Accordingly, employers in California can continue to enforce workplace substance abuse
policies, test for controlled substances, and refuse to hire applicants who test positive for
controlled substances, even in instances where the employee or applicant was legally using
cannabis under the state’s Compassionate Use Act or under the Adult Use of Marijuana Act.

Therefore, both medicinal use and non-medicinal recreational use of cannabis that may be legal
under state law do not constitute an acceptable explanation or excuse for a positive drug test
under this Policy and do not hinder or affect the City’s ability to fail or refuse to hire an applicant
because of a positive drug test.

ARTICLE 10 - PRESCRIPTION DRUGS

Employees are permitted the appropriate use of federally approved and legally prescribed
medications issued to the employee by a licensed physician. Employees should ascertain from
the prescribing physician whether the medication-prescription drug would interfere with their
ability to perform their assigned job duties safely. To the extent an employee’s job performance
is impaired due to the use of a federally approved prescribed medication, the employee should
notify his or her supervisor immediately. The City may temporarily reassign the employee until
the City determines that the employee’s work performance is no longer impaired and the safety
of the employee, coworkers and the public is no longer at risk. An employee may be required to
provide a statement from a licensed physician, nurse practitioner or physician’s assistant
indicating when the employee is able to work safely while taking the prescribed medications.

ARTICLE 11 - CONSENT

Section 11.1 -~ Consent Form

Before administering a drug test, the City will ask that employees and job applicants sign a
consent form.. The consent form shall authorize the City to administer the appropriate test(s) and
diagnostic procedures and shall permit the release of test results to a designated City
representative with a need to know. The consent form shall provide a space for employees and
applicants to acknowledge that they have been notified of the City’s drug testing policy.

Section 11.2 Refusal to Consent

The City will deny employment to job applicants who refuse to consent to a drug test. The City
shall consider an employee’s failure to submit to a drug/alcohol test required by this Policy
equivalent to testing positive on a drug or alcohol test. An employee’s refusal to submit to drug
and/or alcohol testing may subject an employee to disciplinary action, up to and including
termination of employment.

A covered employee who refuses to submit to drug or alcohol testing must be removed
immediately from performing safety-sensitive functions until successful completion of the
return-to-duty process with a DOT-qualified SAP.
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ARTICLE 12 - APPLICANT / PRE-EMPLOYMENT DRUG TESTS

Section 12.1 Pre-Employment Drug Tests for Non-Covered Positions

Every individual the City proposes to hire shall be free of illegal drug abuse. Every offer of
employment for positions designated in the Medical Guidelines established by the City’s Civil
Service Commission for drug testing shall be conditional upon the passing of a pre-employment
urine test for illegal drugs. The City will not hire or promote any applicant for any such
designated position who fails to pass the pre-employment or pre-promotion urine test for illegal

drugs.

Section 12.2 Pre-Employment Drug Tests for Covered Positions

Every offer of employment for covered positions designated by DOT Regulations for drug
testing shall be conditional upon the passing of a pre-employment urine test for illegal drugs.
The City will not hire or promote any applicant for any such designated covered positions who
fails to pass the pre-employment or pre-promotion urine test for illegal drugs.  This Policy
adheres to and incorporates the minimum thresholds defined in DOT Regulations 49 CFR Part
40 for the cut-off levels used to determine when a drug test is positive.

1. Pre-employment drug tests are conducted after extending a conditional offer of« - -

employment or transfer with respect to safety-sensitive positions. The City must receive
a negative pre-employment drug test result before an applicant or employee considered
for a safety-sensitive position can first perform safety-sensitive functions. If a pre-
employment test is cancelled, the individual will be required to undergo another test and
successfully pass with a verified negative result before performing safety-sensitive
functions.

2. All pre-employment and promotional health screens for covered positions will include a« - -

include a urine drug test designed to detect the presence of cannabinoids, cocaine,
phencyclidine, opioids, amphetamines, barbiturates, benzodiazepines, methadone,
methaqualone, propoxyphene or other controlled substance so designated by federal law.
No pre-employment alcohol test is required.

3. If a covered employee has not performed a safety-sensitive function for 90 consecutive«~ - — |

consecutive calendar days, and has not been in the random testing pool during that time,
the employee must take and pass a pre-employment test before he or she can return to a
safety-sensitive function.

4. The City shall obtain applicants’ drug and alcohol testing information from their previous+ - -

previous employers for the two (2) year period preceding the commencement of
employment with the City.

5. The City reserves the right to withdraw an offer of conditional employment from any« - - |

any applicant who refuses to undergo a pre-employment drug test.

6. Test results will be sent to only those individuals on a need-to-know basis. -
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7. If the test results are negative, the City will contact the applicant and give him or her a« - - |

her a date to report to work.

8. If the test results are positive, the City will inform the individual that he or she has not+ - - |

not passed the pre-employment or promotional physical and that the job offer has been
withdrawn. No other elaboration will be made even if requested.

9. No prospective employee may begin work prior to employee health approval and will not— - — |

will not be allowed to begin work at all if any illegal drugs or controlled substances are
identified during the employment health screening process.

10. While the City recognizes its obligations under the disability discrimination laws, the use<« - -

the use of or being under the influence of medicinal cannabis by a job applicant being
considered for a safety-sensitive position is grounds for withdrawal of a job offer.
Cannabis remains an illegal drug under the federal Controlled Substances Act and
California laws do not prevent employers from complying with federal law.

ARTICLE 13 - REASONABLE SUSPICION DRUG AND ALCOHOL TESTING

Section 13.1 Reasonable Suspicion Testing Procedure

If a supervisor reasonably suspects that an employee is under the influence of alcohol, an illegal
drug or other controlled substance while performing job duties or operating City equipment and,
upon prior approval by the Department head or Human Resources Director, the supervisor may
require the employee to submit to a drug and/or alcohol test. A reasonable suspicion test may
only be conducted when a trained supervisor has observed specific, contemporaneous, articulable
observations concerning the appearance, speech, body odor, or behavior of the employee. (See
the attached Illegal Drug and Alcohol Reasonable Suspicion Evaluation Form for reasonable

suspicion factors)

An employee shall submit to testing for the on-duty use of illegal drugs, alcohol or other
controlled substances when ordered to do so by any supervisory personnel. The conduct upon
which reasonable suspicion is based must be witnessed by a supervisor trained in the detection of
illegal drugs, alcohol or other controlled substances. The supervisor must be knowledgeable in
the identification of actions, appearance, or conduct of an employee that are indicative of illegal
drugs, alcohol and other controlled substances.

The documentation of the employee’s conduct shall be prepared and signed by a trained
supervisor and any witness(es), utilizing the lllegal Drug and Alcohol Reasonable Suspicion
Evaluation Form (see attachments) as soon as possible after the observed behavior and before
the results of the test are released.

The reasonable suspicion alcohol test should be administered within two (2) hours of the
observation. If not, the supervisor must provide written documentation as to the reasons the test
was not promptly conducted. No test may be administered eight (8) hours or more following the
observation.
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The reasonable suspicion drug test should be administered as soon as possible. If not
administered within thirty-two (32) hours of the observation, the supervisor must prepare a
statement explaining the reasons a test was not administered.

Section 13.2 Reasonable Suspicion Testing Following an Accident

A reasonable suspicion drug and/or alcohol test may be conducted following a work-related
accident, incident or mishap that resulted in death, injury requiring medical treatment away from
the scene of the accident, or property damage, where drug and/or alcohol use by the employee
cannot be ruled out as a contributing factor. The supervisor must follow the testing procedure
outlined in Article 13, including receiving approval by the Department head or Human
Resources Director and completing the Illegal Drug and Alcohol Reasonable Suspicion
Evaluation Form (see attachments).

Article 7—ARTICLE 14 - DRUG AND ALCOHOL TESTING FOR COVERED
EMPLOYEES

Section 14.1 DOT Threshold Levels

This Policy adheres to and incorporates the minimum thresholds defined in DOT Regulations 49
CFR Part 40 for the cut-off levels used to determine when a drug test is positive.

Section 14.2 DOT Alcohol Guidelines

The DOT published amended regulations, 49 CFR Part 40, adding breath alcohol testing to the
Federal Highway Administration’s (FHWA) regulations pertaining to safety-sensitive personnel
possessing a commercial driver’s license (CDL) and operating a commercial motor vehicle
(CMV). The City adheres to 49 CFR Part 40 and to state laws pertaining to personnel possessing
a CDL and operating CMVs.

The following Policy is established for personnel with a CDL and includes those other
employees performing safety-sensitive functions (see “safety-sensitive personnel” under
definitions). This Policy prohibits the use of alcoholic beverages within four (4) hours of
reporting to work and also prohibits a driver from driving while having a measurable alcohol
concentration in his or her system, amounting to 0.04 or greater alcohol limitation for CMV
operators.

If an employee is called to perform safety-sensitive duties during the employee’s off-duty time or
while on on-call status, the employee may report to work only if he or she has not consumed
alcohol at any time during the previous four (4) hours. When an employee in a safety-sensitive
position has consumed alcohol during the four (4) hours immediately before a “call-back,”; he or
she will be expected to acknowledge such use at the time he or she is called. An employee on
on-call status who has consumed alcohol during the four (4) hour period immediately prior to a
“call-back™ may be subject to discipline up to and including termination.

The City also prohibits covered employees performing safety-sensitive functions from:

1. Consuming alcohol on the job while on or off duty and <=~ ~ | Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
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A covered employee who violates any of these prohibitions shall be removed from performing
safety-sensitive functions until he or she has met the conditions for returning to a safety-sensitive
function. If an employee has an alcohol concentration of 0.02 or greater, or if the employee is
under the influence of or impaired by alcohol, as indicated by behavior, speech and/or
performance indicators of alcohol misuse, and a reasonable suspicion alcohol test result cannot
be obtained, the employee shall be removed from safety-sensitive duties for a minimum of
twenty-four (24) hours until a City test result indicates a zero (0) alcohol concentration.

Section 14.3 Random Drug and Alcohol Testing Procedure for Covered Employees

Only covered employees will be subject to random illegal drug and alcohol testing throughout
the year for the purpose of determining the presence of alcohol, illegal drugs or controlled
substances. Covered employees are those with safety-sensitive duties, as defined in this Policy,
such as equipment operators, street and sewer maintenance workers, tree trimmers, traffic
painters, sweeper operators, park caretakers, mechanics and classifications that have
responsibilities involving the operation of commercial vehicles (i.e., requiring non-exempt class
A or B licenses) for the City. Random testing will be conducted at all times of the day when
safety-sensitive functions are performed.

The following items regarding the random selection and testing procedure will apply:

1. The number of tests conducted annually shall equal or exceed fifty percent (50%) of the+
average number of employees for which testing is required.

2. The City shall use a random selection process to select and shall issue a verbal or written+
written directive to the employee to be tested for the use of alcohol, illegal drugs or
controlled substances on the same day the test is to be taken.

3. An employee shall submit to alcohol, illegal drugs or controlled substance testing when+
when selected by a random selection process. Refusal may be considered as sufficient
grounds for discipline, including termination.

4. A covered employee will only be randomly tested for alcohol misuse while the employee+
employee is performing safety-sensitive functions, just before the employee is to perform
safety-sensitive functions, or just after the employee has ceased performing such
functions. A covered employee may be randomly tested for illegal drug use anytime
while on duty. A covered employee who is notified of selection for random drug or
random alcohol testing must immediately proceed to the designated testing site.

Section74Section 14.4
Alcohol Testing

Selecting Covered Employees for Random Drug and

The City utilizes a computerized system to conduct random drug/alcohol testing. Using this
method, the City loads a random number-generating program into a computer along with the
names or identification numbers of the covered employees. The computer then generates a list of
employees to be tested during the testing period.
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The selection process is repeated until the required number of employees is selected. Once the
computer generates a list of covered employees to be tested, covered employees should not be
informed that they have been selected for random testing until they are notified to report for
testing. Advance notice of random testing shall not be given to any covered employee.

To assure that the process is in fact random, all covered employees, regardless of whether they
have been chosen for testing in the past, will remain in the pool of employees for each
subsequent period. This procedure assures that the probability of any individual being selected
each period is always the same during each selection period, regardless of whether the individual
was selected in a previous period. While it may be statistically improbable, a single individual
could theoretically be selected for testing on two (2), three (3) or even four (4) occasions within a
calendar year. It also is important to remember that the testing occasions will be evenly
distributed throughout each calendar year.

This requirement is expected to serve as a deterrent for those employees who, believing that they
are exempt from further testing following a recent negative test, might consider using alcohol,
illegal drugs or other controlled substances. If an employee is off work due to temporary lay-off,
illness, injury or vacation, the employee’s name will not be removed from the random pool so
long as there is a reasonable expectation of the employee’s return.

Section 14.5 Post-Accident Drug and Alcohol Testing for Covered Employees

A covered employee who is subject to post-accident testing must make him or herself readily
available for the test, or he or she will be deemed to have refused the test. For purposes of this
Policy, an accident does not include minor accidents where the vehicle does not incur disabling

damage.

14.5.1 Post-Accident Alcohol Testing

Following an occurrence involving a City commercial motor vehicle operating on a public road,
the City shall require post-accident alcohol testing for each of its surviving City employees who
were functioning as drivers:

1. Who were performing safety-sensitive functions with respect to the vehicle, if the« - -

accidentinvolved the loss of human life; or

2. Who receives a citation within eight (8) hours of the occurrence for a moving traffice - -

violation arising from the accident, if the accident involved bodily injury to any person
who, as a result of the injury, immediately receives medical treatment away from the
scene of the accident; or one or more motor vehicles incurring disabling damage as a
result of the accident requiring the motor vehicle to be transported away from the scene
by a tow truck or other motor vehicle.

Post-accident alcohol tests should be administered within two (2) hours following the accident,
but in no case later than eight (8) hours. The need for testing is presumed and any determination
not to test must be made by the employer/supervisor based on information that alcohol use by the
employee could not have contributed to the accident/incident. If alcohol testing is not
administered within two hours following the accident, the City shall prepare and maintain on file
a record stating the reasons the test was not promptly administered. If alcohol testing is not
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administered within eight hours following the accident, the City shall cease attempts to
administer an alcohol test and will prepare and maintain on file a record stating the reasons the
test was not administered.

14.5.2 Post-Accident Drug Testing

Following an occurrence involving a City commercial motor vehicle operating on a public road,
the City shall require post-accident illegal drug/controlled substances testing for each of its
surviving City employee drivers:

accident involved the loss of human life; or 3, ..+ Startat: 1 + Alignment: Left + Aligned at: 0.25" +
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person who, as a result of the injury, immediately receives medical treatment away from
the scene of the accident; or if one or more motor vehicles incurring disabling damage as
a result of the accident requiring the motor vehicle to be transported away from the scene
by a tow truck or other motor vehicle.

If illegal drug or controlled substance testing is not administered within thirty-two (32) hours
following an accident, the City will cease attempts to administer a drug or controlled substance
test and prepare and maintain on file a record stating the reasons the test was not promptly
administered.

Section—#-2Section 14.6 Procedure after a Positive Drug and/or Alcohol Test

If a covered employee is not terminated after a positive drug and/or alcohol test, the covered

employee:
1. Mustbe removed from performing any safety-sensitive function; <~ ~ - Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: 0.25" +
Indent at: 0.5", Tab stops: Not at 0.5"

2. Must submit to an examination by a SAP. Upon a determination by the SAP, the« - _
employee may be required to undergo treatment for his or her alcohol or illegal drug
abuse. If the employee follows a prescribed course of rehabilitation, he or she may not
return to the safety-sensitive position until the SAP determines that he or she has
completed the program. The City is not required to pay for this treatment;
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evaluated by a SAP, has been allowed to return to work by the SAP, and has submitted to

a return-to-duty and follow-up testing for controlled substances and/or alcohol test which

indicates an alcohol concentration level of less than 0.01 or a negative result on a

controlled substance test;
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5. May perform any duties for the City that are not considered “safety-sensitive functions.”« - -
This may include handling of materials exclusively in a warehouse, regardless of whether
the materials are considered hazardous as long as safety-sensitive functions are not

performed.

Section 14.7 Return to Duty and Follow-Up Testing

Any employee who has tested positive, refused to submit to testing, or otherwise violated this
Policy and who has completed the return-to-duty process with a DOT-qualified Substance Abuse
Professional (SAP), shall comply with the following guidelines:

1. Employees who violate this Policy shall have a return-to-duty test that requires the< - -
employee to test negative for illegal drugs, alcohol or other controlled substances.

2. A positive test result will indicate the problem has not been resolved, and therefore,« - -
requires referral to the SAP for further assessment.

3. If the SAP suspects use of a specific illegal drug, alcohol or other controlled substance,+ - -
the SAP may recommend some or all substances be included in the return-to-duty testing.

NOTE: The decision to return the employee to his or herjob duty functions and to
conduct the test ultimately belongs to the City. The SAP’s function is to advise the City
as to whether the employee has complied with any recommended program of treatment.

4. All employees, including covered employees, identified by the SAP as needing assistance+ - -
will be subject to follow-up testing upon returning to duty. Such employees will be
subject to a minimum of six (6) unannounced tests over the following twelve (12)
months. The SAP can recommend additional testing during this period or for an
additional period up to a maximum of sixty (60) months or five (5) years from the date
the employee returns to duty. The SAP can withdraw the recommendation for the
follow-up testing in excess of the minimum at any time, if the SAP determines that the
testing is no longer necessary and this determination is supported by the City.

5. Follow-up testing may include tests for other substances beyond the employee’s initial+ - -
positive test for alcohol or illegal drug(s) when the SAP has reason to suspect other
illegal drug, alcohol or controlled substance use during the follow-up period.

6. A covered employee who has engaged in prohibited conduct must submit to a return-to-« - -
duty test before returning to his or her position. The test result must indicate an alcohol
concentration of less than 0.01 or a verified negative result on a drug or controlled
substance test. The City requires that a return-to-duty testing be directly observed, and
that it receives a negative test result before the employee may resume safety-sensitive
duties.

Section 14.8 Substance Abuse Professionals

The City offers the assistance of a SAP to employees requesting assistance or identified as
having problems with illegal drugs and/or alcohol under acceptable circumstances. If necessary,
the SAP will refer the employee for counseling, rehabilitation or employee assistance programs
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such as those available through the City’s Employee Assistance Program (EAP) or Group Health
Programs.

ARTICLE 15 - REQUIRED TRAINING FOR DOT SUPERVISORS

All persons designated to supervise drivers are required to take 60 minutes of training on the
symptoms of alcohol abuse and another 60 minutes of training on the symptoms of controlled
substances use (120 minutes in total). This training is aimed to teach supervisors to identify
circumstances and indicators that may create reasonable suspicion that a driver is using or under
the influence of alcohol or illegal drugs, that supports referral of an employee for testing.

ARTICLE 16 - CONFIDENTIALITY

No employee or applicant will be labeled an “illegal drug user,” and there will be no disclosure
of such information to a third party who does not have a need to know about results, corrective
action, or treatment involving an employee.

Any information about an employee’s use of prescription or non-prescription_medication, the
results of any pre-employment or reasonable suspicion drug or alcohol testing, or an employee’s
past or present participation in rehabilitation-or treatment for substance abuse, will be considered
confidential personnel information. The information received in enforcing this Policy shall be
disclosed only as necessary for disciplinary actions and appeals, interactive process meetings and
reasonable accommodation efforts, or resolving legal issues. Any reports or test results
generated pursuant to this Policy shall be stored in a confidential file, accessible only to those
authorized to receive the information, and separate and distinct from the employee’s personnel
file.

ARTICLE 17 - IMPLEMENTATION

To provide a safe, alcohol and illegal drug-free working environment, the City will:

1. Assign to the City Manager the overall responsibility for the implementation of this« - -

Policy. The City Manager may designate a coordinator who shall be immediately
responsible for the implementation of all aspects of this Policy. The coordinator for this
program-shall be either an employee with management status or an individual with
suitable professional expertise who is contracted to perform this service.

2. The coordinatorshall be responsible for the following: -

a. Disseminating this Policy to all current and new employees; -

b. Coordinating educational materials and supervisory drug training programs.«- _
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Training programs may be provided by an Employee Assistance Program (EAP)
provider or other person or organization with suitable expertise in this field.

c. Providing oversight and evaluation of any EAP provider. The coordinator shall« - - 1

act as liaison between the EAP providers and the City. The coordinator shall
review all reports of EAP activities and, as necessary, make any recommended

changes;
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d. Reporting as necessary to the City Manager actions taken to implement the« - -

training program and identify options for making the program more effective;

e. Ensuring that the appropriate federal agency is informed of any criminal drug« - - 1

statute convictions of City employees for violations occurring in the workplace.

3. Contract with an independent drug program administrator to provide the Substance+ - -

Abuse Professionals (SAP) random selection and drug testing as well as pre-employment
and other drug testing services.

4. Assist in the resolution of employees’ confirmed illegal drug and alcohol problems by« - - 1

encouraging employees to seek help through the City’s EAP, health benefit plans,
counseling services, SAP or other available resources.

5. Cooperate with law enforcement agencies to the extent permissible by law.

ARTICLE 18 - EMPLOYEE RESPONSIBILITY

The City believes that each employee has the responsibility to:

1. Report to work at all times free of alcohol or other illegal
influence/effects.

drugs and their« - - 1

2. Not possess or use illegal drugs, alcohol or controlled substances during working hours,« - -

while on-call and subject to duty, on breaks, or at any time while on City property,
operating a City vehicle or equipment, or in City uniform.

3. Notify his or her immediate supervisor when taking any medications or drugs,« - -

prescription or non-prescription, which may interfere with safe and effective job
performance.

4. Notify his or her immediate supervisor within five (5) days of any conviction for« ---

violating.a criminal drug statute while in the workplace.

5. Participate in and support City sponsored illegal drug and alcohol education programs.

«—

6. Seek and accept assistance for alcohol and other illegal drug abuse related problems« - _

before job performance is affected.

7.

employees where it exists.
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City of National City

PROCEDURE FOR SUPERVISORS OF EMPLOYEES IN
SAFETY-SENSHIE-COVERED EMPLOYEE POSITIONS TO
FOLLOW WHEN IT IS BELIEVED THAT THEY MAY BE
UNDER THE INFLUENCE OF ILLEGAL DRUGS AND/OR

There may be instances when a supervisor has reasonable cause to believe that:

4-=_An employee has consumed or ingested illegal drugs, alcohol or controlled substances on< - -
City premises;

2.=_An employee reported to work under the influence of illegal drugs, alcohol or controlled« - -
substances; or

3.=_An employee’s off-duty abuse of illegal drugs, alcohol or controlled substances has+ - -
resulted in work-related problems.

Under these circumstances, the supervisor must request a drug/alcohol test even though the
employee is not believed to be impaired. The drug/alcohol test is not intended to prove
impairment, but to confirm the presence of the drug and/or alcohol. Regardless of whether
impairment is suspected, if the supervisor has reason to consider requiring a drug/alcohol test,
use the following process to validate the reasons for considering a drug/alcohol test:

1. = The supervisor should personally escort the employee to an office or other private area and+
have another supervisor present as a witness, if possible.

2. The supervisor should confront the employee with reasons for suspecting illegal drug« - - -

and/or alcohol policy violations. Use the reasonable suspicion checklist to question and to
document information from the employee. Complete the form and in conversation with the
employee, determine whether the employee has consumed or ingested illegal drugs and/or
alcohol on City premises or during work duty and is under the influence of illegal drugs,
alcohol or controlled substances, or whether the employee’s off-duty abuse of illegal drugs,
alcohol or controlled substances has resulted in work-related problems.

3. If the employee does not appear to be under the influence of illegal drugs, including - -
prescription drugs, and has not consumed illegal drugs during work duty or on City
premises, or the employee has not engaged in off-duty consumption or abuse of illegal
drugs, alcohol or controlled substances which resulted in work-related problems, and the
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employee is able to perform regular work duties, have him or her return to the work unit
and resume work.

If the supervisor believes the employee is under the influence of, or has consumed illegal
drugs, alcohol or controlled substances on City premises or during work duty, or that the
employee’s off-duty consumption or abuse of illegal drugs, alcohol or controlled
substances has resulted in work-related problems, advise the employee that City Policy has
been violated and that he or she is being directed to provide a blood, urine, breath or other
sample for illegal drug, alcohol or controlled substance testing. Personally escort the
employee (with another supervisor when possible) to the approved drug/alcohol testing
site.

Require the employee to read and sign a consent form, available at the testing location,
agreeing to the test. Advise the employee that refusal to sign the form or give a specimen
will be treated as a refusal to obey a direct order, and will constitute an admission that the
suspicion is reasonable and may be grounds for termination. Once the specimen is taken
and initialed by the employee, suspend him or her with pay, pending results and a review of
the circumstances.

If it is believed that the employee is impaired, make arrangements to have the employee
taken home. Do not permit the employee to leave the premises or drive alone. If the
employee refuses any assistance, make sure a witness can verify that the employee refused
such assistance. If the supervisor cannot control the employee’s actions and the employee
departs without assistance, immediately call the police department to inform them of the
employee’s condition and refusal for assistance. Tell the law enforcement officials the
employee’s name and a description of the automobile including the license number.

A thorough review of documentation, test results, and circumstances will be made before
making a decision regarding the employee. ~A final decision will be made and
communicated to the employee within a reasonable period unless there are extenuating
circumstances.

If the test results are negative and the employee is returned to work with no corrective
action, the suspended time is paid and the employee’s record is cleared.

In all cases where the involvement of illegal drugs, alcohol or controlled substances is
confirmed or suspected, recommend the employee seek support from an illegal
drug/alcohol abuse program.

NOTE: ECovered employees involved with or contributing to an accident or other incident

involving actual or potentially serious injury where illegal drugs/alcohol cannot be
discounted are required to submit to a post-accident drug/alcohol test. Consequently,
steps #1 through #3 of the above procedures do not apply.
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ILLEGAL DRUG AND ALCOHOL
REASONABLE SUSPICION EVALUATION FORM

Employee Name: Job Title:
Observation Date: Time: a.m./p.m. to a.m./p.m.
Location of Employee:
Location of Supervisor(s):
Others Present During Activities or Observations:
Incident(s) Observed Which Gave Cause for Reasonable Suspicion:

The City may require a blood test, urinalysis, or other illegal drug and/or alcohol testing of any employee a
trained Supervisor reasonably suspects is under the influence of an illegal drug and/or alcohol at work.
Reasonable suspicion exists if, based on two or more of the objective factors listed below, a trained Supervisor
would believe that the employee is under the influence of an illegal drug and/or alcohol at work.

CAUSE FOR SUSPICION

1. Presence of alcohol, alcohol containers, illegal drugs or illegal drug paraphernalia (specify): <~ | Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 1 + Alignment: Left + Aligned at: -0.38" +
L Tab after: -0.13" + Indent at: -0.13"

2. Appearance:

Normal Flushed Puncture Marks
Disheveled Bloodshot/Glassy eyes Unusual Skin Sores
Dilated/Constricted Pupils Profuse Sweating Smell of Alcohol
Dry-mouth Symptoms Runny Nose/Sores Smell of Cannabis
Tremors Inappropriate Wearing of
Sunglasses
Other:
3. Behavior/Speech
Normal Incoherent Slurred
Silent Confused Slowed
Whispering Angry/Hostile Happy
Agitated Sleeping on the Job Unconscious
Other:
4. Awareness:
Normal Mood Swings Euphoria
Confused Paranoid Disoriented
Lethargic Lack of Coordination

Other:
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Page 2
Observed Behavior/Reasonable
Suspicion Record

5. Motor Skills/Balance:

Normal Swaying Falling
Staggering Unsteady Arms Raised for Balance
Stumbling Reaching for Support
Other:
6. Walking & Turning:
Normal Arms Raised for Balance
Stumbling Reaching for Support
Other:
| 1.7. Work Performance: - Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
Unusual Recent Absenteeism Frequent Accidents, Mistakes or 3, ... + Start at: 7 + Alignment: Left + Aligned at: -0.38" +
Tardiness L Tab after: -0.13" + Indent at: -0.13"
Frequent Complaints of Iliness Negatively Frequently Misses Deadlines or Takes More
Affecting Work Performance Time to Complete Job than Necessary
Increased High/Low Periods of Takes Needless Risks
Productivity
Frequent Lapses in Concentration or Disregard for Safety of Others
Judgment
Repeated Difficulty in Recalling Frequent Complaints from Co-workers
Instructions
Constant Complaining Frequently Borrowing Money from Co-
Workers
Bringing Domestic or Personal Problems to
Work
Other:
| 2:8. Other Observed Actions or Behavior (specify): . " Formatted: Numbered + Level: 1 + Numbering Style: 1, 2,
3, ... + Start at: 7 + Alignment: Left + Aligned at: -0.38" +
Tab after: -0.13" + Indent at: -0.13"

Witnessed by:

a.m./p.m.

Signature Title Date Time

a.m./p.m.

Signature Title Date Time

This document must be prepared and signed by the witnesses within 24 hours of the observed behavior or before the results
of the tests are released, whichever is earlier.
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= CALIFORNIA ==

NATIONALCITY
City of National City

ALCOHOL AND DRUG-FREE WORKPLACE POLICY

ARTICLE 1 - PURPOSE

Employees are the most valuable resource for a governmental organization. Their health and
safety are of utmost importance. The City of National City (City) will not tolerate the use of any
illegal drug, alcohol or other controlled substance that imperils the health and well-being of City
employees or threatens the City’s operations.

The use of illegal drugs, abuse of alcohol or other controlled substances, on or off duty, is
inconsistent with the law-abiding behavior expected of all citizens. Employees who abuse illegal
drugs, alcohol or other controlled substances tend to be less productive, less reliable and prone to
greater absenteeism resulting in the potential for increased cost, delay and risk in the conduct of
City business. Furthermore, all employees have the right to work in an alcohol and illegal drug-
free environment, and to work with persons free from the effects of alcohol and illegal drug
abuse. Employees who abuse illegal drugs, alcohol or other controlled substances are a danger
to themselves, to co-workers and to the public.

The City Council is committed to maintaining a safe and healthy workplace free from the
influence of illegal drugs, alcohol and other controlled substances. The City intends to comply
with all applicable federal regulations governing workplace anti-drug programs and safety-
sensitive employees, including the Drug-Free Workplace Act of 1988, the California Drug-Free
Workplace Act of 1990, the Omnibus Transportation Employee Testing Act of 1991 and the
Federal Transportation Administration (FTA) and Federal Motor Carrier Safety Administration
(FMCSA) of the Department of Transportation (DOT). All covered employees are required to
submit to drug and alcohol tests in accordance with these regulations as a condition of
employment. Due to the additional regulatory requirements placed on covered employees by
state and federal law and regulations (the term “covered employees” is defined in section 2.2 of
this policy on the next page), some provisions of this Policy apply only to covered employees.
The provisions applicable to covered employees only are clearly identified in this Policy.

ARTICLE 2 - INDIVIDUALS COVERED

Section 2.1  External Applicants and City Employees

This Policy applies both to external applicants for City jobs and to City employees. Each
employee must sign a statement certifying that he or she received a copy of this Policy and
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understands its contents. Employees should direct any questions regarding their rights and
obligations under this Policy to their supervisors or to the Human Resources Department.

Section 2.2  Covered Employees

This Policy applies to covered employees as defined by DOT regulations. DOT regulations call
for specific drug and alcohol testing of drivers who operate commercial motor vehicles requiring
a commercial driver’s license as well as employees who perform “safety-sensitive” functions.
Individuals who are required to have a commercial driver’s license to operate commercial motor
vehicles and those performing “safety-sensitive” functions are considered “covered employees.”
Covered employees are prohibited from being under the influence of or in possession of illegal
drugs, alcohol or other controlled substances while on-duty or on on-call status.

The following employees are considered covered employees subject to random drug/alcohol
testing:

@ Individuals who operate commercial motor vehicles if the vehicle:

1) Weighs at least 26,001 or more pounds inclusive of a towed unit with a
gross vehicle weight rating of more than 10,000 pounds;

2 Has a gross vehicle weight of at least 26,001 pounds;

3) Is designed to transport 16 or more passengers, including the driver; or

4) Is of any size and is used in the transportation of materials found to be
hazardous for the purposes of the Hazardous Materials Transportation Act and
which require the vehicle to be placarded under the Hazardous Materials

Regulations.

(b) Employees who perform any of the following safety-sensitive functions:

1) Driving a commercial motor vehicle that requires the driver to have a
commercial driver’s license (CDL);

(2) Waiting to be dispatched to operate a commercial motor vehicle;

3) Inspecting, servicing or conditioning any commercial motor vehicle;

4) All time spent at the driving controls of a commercial motor vehicle;

(5) Performing all other functions in or upon a commercial motor vehicle

(except time spent resting in the sleeper berth);

(6) Loading or unloading a commercial motor vehicle, supervising or assisting
in the loading or unloading, attending a vehicle being loaded or unloaded,
remaining in readiness to operate the vehicle, or giving or receiving receipts for
shipments being loaded or unloaded; or

2
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(7) Repairing, obtaining assistance or remaining in attendance upon a disabled
vehicle.

A covered employee is considered to be performing a safety-sensitive function during any period
in which that employee is actually performing, ready to perform, or immediately available to
perform any safety-sensitive function, including off-site lunch periods and breaks.

ARTICLE 3 - SAFETY EMPLOYEES CONDUCTING OFFICIAL DUTIES

This Policy shall not prevent a Safety Employee of the City Police Department from consuming
alcohol on duty or from possessing alcohol, illegal drugs, or other controlled substances on duty
upon the approval of the Chief of Police or designee as part of his or her official duties and when
in furtherance of the mission of the Police Department.

ARTICLE 4 - DEFINITIONS

1.

Alcohol — The intoxicating agent in beverage alcohol, ethyl alcohol or other low
molecular weight alcohols including methyl and isopropyl alcohol.

Alcohol Use — The consumption of any beverage, liquid mixture or preparation
(including any prescription or over-the-counter medication) containing alcohol.

Cannabis — All parts of the plant Cannabis sativa L., whether growing or not; the seeds
thereof; the resin extracted from any part of the plant; and every compound, manufacture,
salt, derivative, mixture, or preparation of the plant. The term cannabis also means
marijuana and marihuana.

City Property — All City owned or leased property , including but not limited to buildings
and other real estate, parking lots, roads, driveways and right-of-ways, vehicles,
equipment, lockers, file cabinets and desks. This includes any property used for City
business or privately owned property that City employees may use while conducting City
business.

Controlled Substance — A drug or other substance, or immediate precursor whose
manufacture, possession or use is regulated by the federal government and that has a
stimulant, depressant, or hallucinogenic effect on the central nervous system, including
but not limited to cannabis, cocaine, opiates, Phencyclidine (PCP), and amphetamines
(including methamphetamines).

Conviction — A finding of guilt (including a plea of nolo contendere) or imposition of
sentence, or both, by any judicial body charged with the responsibility to determine
violations of the federal or state criminal drug statutes.

Covered Employee — An employee who performs safety-sensitive functions or operates
certain commercial motor vehicles as defined by DOT Regulations and is subject to
mandatory post-accident testing pursuant to the FMCSA and FTA.

Covered Position — A job classification which is listed in the Civil Service Medical
Guidelines as requiring drug testing or as defined by DOT Regulations.

3
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9. Criminal Drug Statute — A federal or non-federal criminal statute involving manufacture,
distribution, dispensation, use or possession of any controlled substance.

10. Disabling Damage — Damage requiring the motor vehicle to be transported away from
the scene of an accident by tow truck or other motor vehicle.

11. Drug or Drugs — A natural or synthetic substance which, when taken into a living body,
affects its functioning or structure and is capable of altering the mood, perception, or
judgment of the individual ingesting the substance.

12. Drug Testing — A technical analysis of a biological specimen, for example urine, blood,
breath, and/or saliva, to determine the presence or absence of illegal drugs or other
controlled substances, their immediate precursor, or their metabolites.

13. Employee — An individual who is employed to perform services for the City. This
includes supervisory and management personnel and covered employees.

14. Follow-Up Testing — A written follow-up drug and/or alcohol testing plan determined by
an employee’s Substance Abuse Professional (SAP) after the employee resumes
performance of safety-sensitive functions after committing a DOT drug or alcohol
regulation violation. The SAP must require an employee to submit to a minimum of six
unannounced follow-up tests in the first twelve months of safety-sensitive duty following
the employee’s return to safety-sensitive functions, but may require more frequent testing
for up to five (5) years. The City determines the specific dates to test the employee
according to the SAP’s written follow-up drug and/or alcohol testing plan.

15. lllegal Drug — Any controlled substance that is not legally obtainable under federal law
or a prescription drug obtained or used without the benefit of a prescription issued to the
employee or applicant in question by a licensed physician.

16. Job Applicant/Pre-Employment — A person, independent contractor, or person hired by
an independent contractor who applies to become an employee of or to perform work for
the City.

17. Post-Accident Testing — A DOT requirement that the City test surviving employee
drivers for alcohol and controlled substances following an occurrence involving a
commercial motor vehicle operating on a public road in commerce if: (1) the driver was
performing safety-sensitive functions with respect to the vehicle and the accident
involved the loss of human life; or (2) the driver received a citation within 8 hours of the
occurrence under State or local law for a moving traffic violation arising from the
accident if the accident involved bodily injury to any person who, as a result of the injury,
immediately received medical treatment away from the scene of the accident or if one or
more motor vehicles incurred disabling damage requiring the motor vehicle to be
transported away from the scene by tow truck or other motor vehicle.

18. Pre-employment Testing — Testing of individuals proposed to be hired or promoted into a
job classification designated for drug testing by the Medical Guidelines established by the
Civil Service Commission or when required by DOT Regulations.
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19. Prescription Drug — A drug or medication that an applicant or employee can lawfully
obtain or possess under federal law pursuant to a prescription issued to the applicant or
employee in question by a licensed physician.

20. Random Testing — An unannounced and random selection for drug and alcohol testing
of employees who are in job classifications listed in the Civil Service Medical Guidelines
for random drug/alcohol testing or designated as safety-sensitive positions by DOT
Regulations.

21. Reasonable Suspicion Testing — A test ordered by a trained supervisor who believes
based on specific, contemporaneous and articulable observations concerning the
appearance, behavior, speech or body odors of any employee and reasonable inferences
drawn from those facts related specifically to job performance, that the employee poses a
threat to him or herself or the safety of others because of illegal drugs, alcohol or other
controlled substances, or an employee’s own self-admission of recent use.

22. Return-to-Duty Testing — A DOT requirement that the City test an employee returning to
work after committing a DOT drug or alcohol regulation violation before the employee in
question may return to the performance of safety-sensitive functions.

23. Safety-Sensitive Personnel — Employees identified as having safety-sensitive work
responsibilities as defined by the DOT. This includes all full-time, part-time, intermittent
and backup employees performing safety-sensitive functions.

24. Substance Abuse Professional (SAP) — A licensed physician (medical doctor or doctor
of osteopathy), or a licensed or certified psychologist, social worker, employee assistance
professional or an alcohol and illegal drug abuse or addiction counselor certified by the
National Association of Alcohol and Drug Abuse Counselors (NAADAC) Certification
Commission or by the International Certification Reciprocity Consortium/Alcohol &
Other Drug Abuse (ICRCJ), with knowledge or any clinical experience in the diagnosis
and treatment of alcohol and controlled substances disorders. A SAP evaluates
employees who have violated the City’s DOT Drug and Alcohol Policy or other
regulations and makes recommendations concerning education, treatment, follow-up
testing and aftercare. The SAP is the only professional authorized to return a DOT
regulated employee to safety-sensitive duties, following a violation of this Policy.

25. Work-Related Problems — Include, but are not limited to, substandard or unsafe work
performance, excessive tardiness or regular failure to meet deadlines, obvious
impairment, insubordinate behavior, inability to complete the basic requirements of one’s
position or other repeated disciplinary issues or occurrences.

ARTICLE 5 - PROHIBITED CONDUCT

Section 5.1 Prohibited Conduct Applicable to Applicants and Employees

The City prohibits all applicants and employees from engaging in the following conduct:
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1. Possessing, using, or being under the influence of alcohol, an illegal drug or other
controlled substance while on City property, while performing their duties (regardless of
whether on City property) or at any time when use of alcohol, an illegal drug or other
controlled substance would impair, to any extent, the employee’s ability to perform his or
her duties or to operate any City equipment;

2. Possessing, using, or reporting to work with prescription drug(s) in his or her system,
unless a licensed physician lawfully prescribed the prescription drug(s) to the employee
in question;

3. Using any over-the-counter medication during working hours if such use may
detrimentally affect or impair the safety of the employee, coworkers, customers or
members of the public, or interfere with safe or efficient City operations;

4. Being on duty or operating a City vehicle or equipment while possessing alcohol;

5. Using or being under the influence of any legally obtained drug or prescription drug, on
the job, on City property or while conducting City business to the degree that work
performance is impaired and safety of the employee, coworkers and the public is
jeopardized;

6. Reporting for duty or remaining on duty when the employee has used any controlled
substance, unless the use is pursuant to the instructions of a physician who has advised
the employee that the substance does not adversely affect the employee’s ability to
operate or use a vehicle or other City equipment safely;

7. Using or being under the influence of alcohol, illegal drugs or other controlled substances
while on on-call status;

8. Reporting to work while under the influence of alcohol, illegal drugs, controlled
substances or other mind-altering chemicals. Any employee who is under the influence
of alcohol, illegal drugs, controlled substances or other mind-altering chemicals while on
on-call status, when reporting to work or during working hours, is in violation of this
Policy, regardless of when or where the substance entered the employee’s system;

9. Possessing an unsealed alcoholic beverage container or using or possessing alcohol, any
substance containing alcohol or any other impairing substances while on City premises or
while in a City vehicle or equipment;

10. Directly or through a third party, manufacturing, selling, distributing, dispensing, using or
otherwise attempting to manufacture, sell, or distribute illegal drugs or controlled
substances or engaging in any illegal drug activities in any form on or off duty;

11. Manufacturing, using, consuming, possessing, transferring, distributing, displaying,
transporting, selling or growing cannabis in the workplace;

12. Refusing to submit to any alcohol, illegal drug or controlled substance test required by
state or federal regulations. An employee who refuses to submit to a legally required
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13.

14.

15.

16.

17.

18.

19.

20.

21.

drug/alcohol test will be treated in the same manner as an employee who has tested 0.04
or greater on an alcohol test or tested positive on a controlled substances test;

Refusing to provide a urine sample for a drug test;
An inability to provide a urine sample without a valid medical explanation;

Refusing to complete and sign the breath alcohol testing form, or otherwise to cooperate
with the testing process in a way that prevents the completion of the test;

An inability to provide breath or to provide an adequate amount of breath without a valid
medical explanation;

Tampering with or attempting to adulterate the urine specimen or collection procedure;

Not reporting to the collection site in the time allotted by the supervisor or manager who
directs the employee to be tested;

Leaving the scene of an accident without a valid reason as to why authorization was not
obtained from a supervisor or manager;

Consuming alcohol during the eight (8) hours immediately following an accident
involving City equipment or vehicle; and

Reporting for duty or remaining on duty after a confirmed positive alcohol, illegal drug,
or controlled substance test before receiving clearance to return to work from Director of
Human Resources or designee.

Section 5.2  Additional Prohibited Conduct Applicable to Covered Employees

Additionally, the City also prohibits covered employees from engaging in the following conduct:

1.

Reporting for duty or remaining on duty requiring the performance of safety-sensitive
functions while having an alcohol concentration level of 0.01 or greater; and

Performing a safety-sensitive function while using alcohol or within four (4) hours after
using alcohol.

ARTICLE 6 - AFFIRMATIVE DUTY

Any employee who believes that alcohol, illegal drugs or other controlled substances are being
illegally manufactured, distributed, dispensed or used on City premises or on City time, must
immediately and without delay notify the appropriate supervisor.
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ARTICLE 7 - CONSEQUENCES FOR VIOLATIONS

Section 7.1  Applicants

Any selected applicant whose test results are verified positive for an illegal drug, alcohol or other
controlled substance will have the offer of employment withdrawn by the City.

Section 7.2  Employees

Employee compliance with the City’s Alcohol and Drug-Free Workplace Policy is a condition of
continued employment. Any employee who violates this Policy is subject to disciplinary action,
up to and including termination of employment.

Employees who test positive or refuse testing for illegal drugs, alcohol or other controlled
substances are subject to disciplinary action, up to and including termination. Employees are
also subject to all state and federal law consequences governing these violations.

Off-duty activities that involve an employee, which negatively affect the employee’s
performance or safety on the job or threaten the public’s confidence, constitute grounds for
discipline up to and including termination of employment.

In any situation where a supervisor determines that an employee’s consumption or use of
alcohol, an illegal drug or other controlled substance, regardless of whether it results in
impairment or adversely affects job performance, safety or public confidence, the City may
impose discipline, up to and including termination of employment.

The City may, in its sole discretion, impose disciplinary measures, up to and including
termination of employment, upon employees for rule violations and work-related problems,
separate and apart from violations of this Policy, even if such rule violations or work-related
problems result from substance abuse.

ARTICLE 8 - CRIMINAL DRUG STATUTE CONVICTIONS

To fulfill its obligation under the Federal Drug-Free Workplace Act of 1988, the City requires
any employee who is convicted of any criminal drug statute, for a violation occurring in the
workplace, to provide written notice of the conviction to the Director of Human Resources no
later than five (5) days after the conviction. Within thirty (30) days of receiving notice from the
employee, the City will take an appropriate personnel action up to and including termination.

ARTICLE 9 - MEDICINAL AND RECREATIONAL CANNABIS

Although California law exempts use of cannabis by individuals with a California Department of
Public Health issued medicinal cannabis identification card and by adults over age 21 under the
Adult Use of Marijuana Act from criminal prosecution in state court, neither of these laws affect
an employer’s rights and obligations to maintain an illegal drug and alcohol free workplace.
Similarly, these laws do not require employers to permit or accommodate the use, consumption,
possession, transfer, display, transportation, sale, or growth of cannabis in the workplace or
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affect the employer’s ability to have policies prohibiting the use of cannabis by employees and
prospective employees. Cannabis remains an illegal drug under the federal Controlled
Substances Act and California laws do not prevent employers from complying with federal law.
Accordingly, employers in California can continue to enforce workplace substance abuse
policies, test for controlled substances, and refuse to hire applicants who test positive for
controlled substances, even in instances where the employee or applicant was legally using
cannabis under the state’s Compassionate Use Act or under the Adult Use of Marijuana Act.

Therefore, both medicinal use and non-medicinal recreational use of cannabis that may be legal
under state law do not constitute an acceptable explanation or excuse for a positive drug test
under this Policy and do not hinder or affect the City’s ability to fail or refuse to hire an applicant
because of a positive drug test.

ARTICLE 10 - PRESCRIPTION DRUGS

Employees are permitted the appropriate use of federally approved and legally prescribed
medications issued to the employee by a licensed physician. Employees should ascertain from
the prescribing physician whether the prescription drug would interfere with their ability to
perform their assigned job duties safely. To the extent an employee’s job performance is
impaired due to the use of a federally approved prescribed medication, the employee should
notify his or her supervisor immediately. The City may temporarily reassign the employee until
the City determines that the employee’s work performance is no longer impaired and the safety
of the employee, coworkers and the public is no longer at risk. An employee may be required to
provide a statement from a licensed physician, nurse practitioner or physician’s assistant
indicating when the employee is able to work safely while taking the prescribed medications.

ARTICLE 11 - CONSENT

Section 11.1 Consent Form

Before administering a drug test, the City will ask that employees and job applicants sign a
consent form. The consent form shall authorize the City to administer the appropriate test(s) and
diagnostic procedures and shall permit the release of test results to a designated City
representative with a need to know. The consent form shall provide a space for employees and
applicants to acknowledge that they have been notified of the City’s drug testing policy.

Section 11.2 Refusal to Consent

The City will deny employment to job applicants who refuse to consent to a drug test. The City
shall consider an employee’s failure to submit to a drug/alcohol test required by this Policy
equivalent to testing positive on a drug or alcohol test. An employee’s refusal to submit to drug
and/or alcohol testing may subject an employee to disciplinary action, up to and including
termination of employment.

A covered employee who refuses to submit to drug or alcohol testing must be removed

immediately from performing safety-sensitive functions until successful completion of the
return-to-duty process with a DOT-qualified SAP.
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ARTICLE 12 - APPLICANT /PRE-EMPLOYMENT DRUG TESTS

Section 12.1 Pre-Employment Drug Tests for Non-Covered Positions

Every individual the City proposes to hire shall be free of illegal drug abuse. Every offer of
employment for positions designated in the Medical Guidelines established by the City’s Civil
Service Commission for drug testing shall be conditional upon the passing of a pre-employment
urine test for illegal drugs. The City will not hire or promote any applicant for any such
designated position who fails to pass the pre-employment or pre-promotion urine test for illegal
drugs.

Section 12.2 Pre-Employment Drug Tests for Covered Positions

Every offer of employment for covered positions designated by DOT Regulations for drug
testing shall be conditional upon the passing of a pre-employment urine test for illegal drugs.
The City will not hire or promote any applicant for any such designated covered positions who
fails to pass the pre-employment or pre-promotion urine test for illegal drugs. This Policy
adheres to and incorporates the minimum thresholds defined in DOT Regulations 49 CFR Part
40 for the cut-off levels used to determine when a drug test is positive.

1. Pre-employment drug tests are conducted after extending a conditional offer of
employment or transfer with respect to safety-sensitive positions. The City must receive
a negative pre-employment drug test result before an applicant or employee considered
for a safety-sensitive position can first perform safety-sensitive functions. If a pre-
employment test is cancelled, the individual will be required to undergo another test and
successfully pass with a verified negative result before performing safety-sensitive
functions.

2. All pre-employment and promotional health screens for covered positions will include a
urine drug test designed to detect the presence of cannabinoids, cocaine, phencyclidine,
opioids, amphetamines, barbiturates, benzodiazepines, methadone, methaqualone,
propoxyphene or other controlled substance so designated by federal law. No pre-
employment alcohol test is required.

3. If a covered employee has not performed a safety-sensitive function for 90 consecutive
calendar days, and has not been in the random testing pool during that time, the employee
must take and pass a pre-employment test before he or she can return to a safety-sensitive
function.

4. The City shall obtain applicants’ drug and alcohol testing information from their previous
employers for the two (2) year period preceding the commencement of employment with
the City.

5. The City reserves the right to withdraw an offer of conditional employment from any
applicant who refuses to undergo a pre-employment drug test.

6. Test results will be sent to only those individuals on a need-to-know basis.
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7. If the test results are negative, the City will contact the applicant and give him or her a
date to report to work.

8. If the test results are positive, the City will inform the individual that he or she has not
passed the pre-employment or promotional physical and that the job offer has been
withdrawn. No other elaboration will be made even if requested.

9. No prospective employee may begin work prior to employee health approval and will not
be allowed to begin work at all if any illegal drugs or controlled substances are identified
during the employment health screening process.

10. While the City recognizes its obligations under the disability discrimination laws, the use
of or being under the influence of medicinal cannabis by a job applicant being considered
for a safety-sensitive position is grounds for withdrawal of a job offer. Cannabis remains
an illegal drug under the federal Controlled Substances Act and California laws do not
prevent employers from complying with federal law.

ARTICLE 13 - REASONABLE SUSPICION DRUG AND ALCOHOL TESTING

Section 13.1 Reasonable Suspicion Testing Procedure

If a supervisor reasonably suspects that an employee is under the influence of alcohol, an illegal
drug or other controlled substance while performing job duties or operating City equipment and,
upon prior approval by the Department head or Human Resources Director, the supervisor may
require the employee to submit to a drug and/or alcohol test. A reasonable suspicion test may
only be conducted when a trained supervisor has observed specific, contemporaneous, articulable
observations concerning the appearance, speech, body odor, or behavior of the employee. (See
the attached lllegal Drug and Alcohol Reasonable Suspicion Evaluation Form for reasonable
suspicion factors)

An employee shall submit to testing for the on-duty use of illegal drugs, alcohol or other
controlled substances when ordered to do so by any supervisory personnel. The conduct upon
which reasonable suspicion is based must be witnessed by a supervisor trained in the detection of
illegal drugs, alcohol or other controlled substances. The supervisor must be knowledgeable in
the identification of actions, appearance, or conduct of an employee that are indicative of illegal
drugs, alcohol and other controlled substances.

The documentation of the employee’s conduct shall be prepared and signed by a trained
supervisor and any witness(es), utilizing the Illegal Drug and Alcohol Reasonable Suspicion
Evaluation Form (see attachments) as soon as possible after the observed behavior and before
the results of the test are released.

The reasonable suspicion alcohol test should be administered within two (2) hours of the
observation. If not, the supervisor must provide written documentation as to the reasons the test
was not promptly conducted. No test may be administered eight (8) hours or more following the
observation.
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The reasonable suspicion drug test should be administered as soon as possible. If not
administered within thirty-two (32) hours of the observation, the supervisor must prepare a
statement explaining the reasons a test was not administered.

Section 13.2 Reasonable Suspicion Testing Following an Accident

A reasonable suspicion drug and/or alcohol test may be conducted following a work-related
accident, incident or mishap that resulted in death, injury requiring medical treatment away from
the scene of the accident, or property damage, where drug and/or alcohol use by the employee
cannot be ruled out as a contributing factor. The supervisor must follow the testing procedure
outlined in Article 13, including receiving approval by the Department head or Human
Resources Director and completing the Illegal Drug and Alcohol Reasonable Suspicion
Evaluation Form (see attachments).

ARTICLE 14 - DRUG AND ALCOHOL TESTING FOR COVERED EMPLOYEES

Section 14.1 DOT Threshold Levels

This Policy adheres to and incorporates the minimum thresholds defined in DOT Regulations 49
CFR Part 40 for the cut-off levels used to determine when a drug test is positive.

Section 14.2 DOT Alcohol Guidelines

The DOT published amended regulations, 49 CFR Part 40, adding breath alcohol testing to the
Federal Highway Administration’s (FHWA) regulations pertaining to safety-sensitive personnel
possessing a commercial driver’s license (CDL) and operating a commercial motor vehicle
(CMV). The City adheres to 49 CFR Part 40 and to state laws pertaining to personnel possessing
a CDL and operating CMVs.

The following Policy is established for personnel with a CDL and includes those other
employees performing safety-sensitive functions (see ‘“safety-sensitive personnel” under
definitions). This Policy prohibits the use of alcoholic beverages within four (4) hours of
reporting to work and also prohibits a driver from driving while having a measurable alcohol
concentration in his or her system, amounting to 0.04 or greater alcohol limitation for CMV
operators.

If an employee is called to perform safety-sensitive duties during the employee’s off-duty time or
while on on-call status, the employee may report to work only if he or she has not consumed
alcohol at any time during the previous four (4) hours. When an employee in a safety-sensitive
position has consumed alcohol during the four (4) hours immediately before a “call-back,” he or
she will be expected to acknowledge such use at the time he or she is called. An employee on
on-call status who has consumed alcohol during the four (4) hour period immediately prior to a
“call-back” may be subject to discipline up to and including termination.

The City also prohibits covered employees performing safety-sensitive functions from:

1. Consuming alcohol on the job while on or off duty and
2. Refusing to submit to the required alcohol tests.
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A covered employee who violates any of these prohibitions shall be removed from performing
safety-sensitive functions until he or she has met the conditions for returning to a safety-sensitive
function. If an employee has an alcohol concentration of 0.02 or greater, or if the employee is
under the influence of or impaired by alcohol, as indicated by behavior, speech and/or
performance indicators of alcohol misuse, and a reasonable suspicion alcohol test result cannot
be obtained, the employee shall be removed from safety-sensitive duties for a minimum of
twenty-four (24) hours until a City test result indicates a zero (0) alcohol concentration.

Section 14.3 Random Drug and Alcohol Testing Procedure for Covered Employees

Only covered employees will be subject to random illegal drug and alcohol testing throughout
the year for the purpose of determining the presence of alcohol, illegal drugs or controlled
substances. Covered employees are those with safety-sensitive duties, as defined in this Policy,
such as equipment operators, street and sewer maintenance workers, tree trimmers, traffic
painters, sweeper operators, park caretakers, mechanics and classifications that have
responsibilities involving the operation of commercial vehicles (i.e., requiring non-exempt class
A or B licenses) for the City. Random testing will be conducted at all times of the day when
safety-sensitive functions are performed.

The following items regarding the random selection and testing procedure will apply:

1. The number of tests conducted annually shall equal or exceed fifty percent (50%) of the
average number of employees for which testing is required.

2. The City shall use a random selection process to select and shall issue a verbal or written
directive to the employee to be tested for the use of alcohol, illegal drugs or controlled
substances on the same day the test is to be taken.

3. An employee shall submit to alcohol, illegal drugs or controlled substance testing when
selected by a random selection process. Refusal may be considered as sufficient grounds
for discipline, including termination.

4. A covered employee will only be randomly tested for alcohol misuse while the employee
is performing safety-sensitive functions, just before the employee is to perform safety-
sensitive functions, or just after the employee has ceased performing such functions. A
covered employee may be randomly tested for illegal drug use anytime while on duty. A
covered employee who is notified of selection for random drug or random alcohol testing
must immediately proceed to the designated testing site.

Section 14.4 Selecting Covered Employees for Random Drug and Alcohol Testing

The City utilizes a computerized system to conduct random drug/alcohol testing. Using this
method, the City loads a random number-generating program into a computer along with the
names or identification numbers of the covered employees. The computer then generates a list of
employees to be tested during the testing period.

The selection process is repeated until the required number of employees is selected. Once the
computer generates a list of covered employees to be tested, covered employees should not be
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informed that they have been selected for random testing until they are notified to report for
testing. Advance notice of random testing shall not be given to any covered employee.

To assure that the process is in fact random, all covered employees, regardless of whether they
have been chosen for testing in the past, will remain in the pool of employees for each
subsequent period. This procedure assures that the probability of any individual being selected
each period is always the same during each selection period, regardless of whether the individual
was selected in a previous period. While it may be statistically improbable, a single individual
could theoretically be selected for testing on two (2), three (3) or even four (4) occasions within a
calendar year. It also is important to remember that the testing occasions will be evenly
distributed throughout each calendar year.

This requirement is expected to serve as a deterrent for those employees who, believing that they
are exempt from further testing following a recent negative test, might consider using alcohol,
illegal drugs or other controlled substances. If an employee is off work due to temporary lay-off,
illness, injury or vacation, the employee’s name will not be removed from the random pool so
long as there is a reasonable expectation of the employee’s return.

Section 14.5 Post-Accident Drug and Alcohol Testing for Covered Employees

A covered employee who is subject to post-accident testing must make him or herself readily
available for the test, or he or she will be deemed to have refused the test. For purposes of this
Policy, an accident does not include minor accidents where the vehicle does not incur disabling
damage.

14.5.1 Post-Accident Alcohol Testing

Following an occurrence involving a City commercial motor vehicle operating on a public road,
the City shall require post-accident alcohol testing for each of its surviving City employees who
were functioning as drivers:

1. Who were performing safety-sensitive functions with respect to the vehicle, if the
accident involved the loss of human life; or

2. Who receives a citation within eight (8) hours of the occurrence for a moving traffic
violation arising from the accident, if the accident involved bodily injury to any person
who, as a result of the injury, immediately receives medical treatment away from the
scene of the accident; or one or more motor vehicles incurring disabling damage as a
result of the accident requiring the motor vehicle to be transported away from the scene
by a tow truck or other motor vehicle.

Post-accident alcohol tests should be administered within two (2) hours following the accident,
but in no case later than eight (8) hours. The need for testing is presumed and any determination
not to test must be made by the employer/supervisor based on information that alcohol use by the
employee could not have contributed to the accident/incident. If alcohol testing is not
administered within two hours following the accident, the City shall prepare and maintain on file
a record stating the reasons the test was not promptly administered. If alcohol testing is not
administered within eight hours following the accident, the City shall cease attempts to
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administer an alcohol test and will prepare and maintain on file a record stating the reasons the
test was not administered.

14.5.2 Post-Accident Drug Testing

Following an occurrence involving a City commercial motor vehicle operating on a public road,
the City shall require post-accident illegal drug/controlled substances testing for each of its
surviving City employee drivers:

1. Who were performing safety-sensitive functions with respect to the vehicle, if the
accident involved the loss of human life; or

2. Who receives a citation within thirty-two (32) hours of the occurrence for a moving
traffic violation arising from the accident, if the accident involved bodily injury to any
person who, as a result of the injury, immediately receives medical treatment away from
the scene of the accident; or if one or more motor vehicles incurring disabling damage as
a result of the accident requiring the motor vehicle to be transported away from the scene
by a tow truck or other motor vehicle.

If illegal drug or controlled substance testing is not administered within thirty-two (32) hours
following an accident, the City will cease attempts to administer a drug or controlled substance
test and prepare and maintain on file a record stating the reasons the test was not promptly
administered.

Section 14.6 Procedure after a Positive Drug and/or Alcohol Test

If a covered employee is not terminated after a positive drug and/or alcohol test, the covered
employee:

1. Must be removed from performing any safety-sensitive function;

2. Must submit to an examination by a SAP. Upon a determination by the SAP, the
employee may be required to undergo treatment for his or her alcohol or illegal drug
abuse. If the employee follows a prescribed course of rehabilitation, he or she may not
return to the safety-sensitive position until the SAP determines that he or she has
completed the program. The City is not required to pay for this treatment;

3. May not be returned to his or her former safety-sensitive position until the employee has
been evaluated by a SAP, complied with any recommended treatment, has been re-
evaluated by a SAP, has been allowed to return to work by the SAP, and has submitted to
a return-to-duty and follow-up testing for controlled substances and/or alcohol test which
indicates an alcohol concentration level of less than 0.01 or a negative result on a
controlled substance test;

4. Must submit to unannounced follow-up testing after he or she has been returned to his or
her safety-sensitive position; and

5. May perform any duties for the City that are not considered “safety-sensitive functions.”
This may include handling of materials exclusively in a warehouse, regardless of whether
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the materials are considered hazardous as long as safety-sensitive functions are not
performed.

Section 14.7 Return to Duty and Follow-Up Testing

Any employee who has tested positive, refused to submit to testing, or otherwise violated this
Policy and who has completed the return-to-duty process with a DOT-qualified Substance Abuse
Professional (SAP), shall comply with the following guidelines:

1.

Employees who violate this Policy shall have a return-to-duty test that requires the
employee to test negative for illegal drugs, alcohol or other controlled substances.

A positive test result will indicate the problem has not been resolved, and therefore,
requires referral to the SAP for further assessment.

If the SAP suspects use of a specific illegal drug, alcohol or other controlled substance,
the SAP may recommend some or all substances be included in the return-to-duty testing.

NOTE: The decision to return the employee to his or her job duty functions and to
conduct the test ultimately belongs to the City. The SAP’s function is to advise the City
as to whether the employee has complied with any recommended program of treatment.

All employees, including covered employees, identified by the SAP as needing assistance
will be subject to follow-up testing upon returning to duty. Such employees will be
subject to a minimum of six (6) unannounced tests over the following twelve (12)
months. The SAP can recommend additional testing during this period or for an
additional period up to a maximum of sixty (60) months or five (5) years from the date
the employee returns to duty. The SAP can withdraw the recommendation for the
follow-up testing in excess of the minimum at any time, if the SAP determines that the
testing is no longer necessary and this determination is supported by the City.

Follow-up testing may include tests for other substances beyond the employee’s initial
positive test for alcohol or illegal drug(s) when the SAP has reason to suspect other
illegal drug, alcohol or controlled substance use during the follow-up period.

A covered employee who has engaged in prohibited conduct must submit to a return-to-
duty test before returning to his or her position. The test result must indicate an alcohol
concentration of less than 0.01 or a verified negative result on a drug or controlled
substance test. The City requires that a return-to-duty testing be directly observed, and
that it receives a negative test result before the employee may resume safety-sensitive
duties.

Section 14.8 Substance Abuse Professionals

The City offers the assistance of a SAP to employees requesting assistance or identified as
having problems with illegal drugs and/or alcohol under acceptable circumstances. If necessary,
the SAP will refer the employee for counseling, rehabilitation or employee assistance programs
such as those available through the City’s Employee Assistance Program (EAP) or Group Health
Programs.
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ARTICLE 15 - REQUIRED TRAINING FOR DOT SUPERVISORS

All persons designated to supervise drivers are required to take 60 minutes of training on the
symptoms of alcohol abuse and another 60 minutes of training on the symptoms of controlled
substances use (120 minutes in total). This training is aimed to teach supervisors to identify
circumstances and indicators that may create reasonable suspicion that a driver is using or under
the influence of alcohol or illegal drugs, that supports referral of an employee for testing.

ARTICLE 16 - CONFIDENTIALITY

No employee or applicant will be labeled an “illegal drug user,” and there will be no disclosure
of such information to a third party who does not have a need to know about results, corrective
action, or treatment involving an employee.

Any information about an employee’s use of prescription or non-prescription medication, the
results of any pre-employment or reasonable suspicion drug or alcohol testing, or an employee’s
past or present participation in rehabilitation or treatment for substance abuse, will be considered
confidential personnel information. The information received in enforcing this Policy shall be
disclosed only as necessary for disciplinary actions and appeals, interactive process meetings and
reasonable accommodation efforts, or resolving legal issues. Any reports or test results
generated pursuant to this Policy shall be stored in a confidential file, accessible only to those
authorized to receive the information, and separate and distinct from the employee’s personnel
file.

ARTICLE 17 - IMPLEMENTATION

To provide a safe, alcohol and illegal drug-free working environment, the City will:

1. Assign to the City Manager the overall responsibility for the implementation of this
Policy. The City Manager may designate a coordinator who shall be immediately
responsible for the implementation of all aspects of this Policy. The coordinator for this
program shall be either an employee with management status or an individual with
suitable professional expertise who is contracted to perform this service.

2. The coordinator shall be responsible for the following:

a. Disseminating this Policy to all current and new employees;

b. Coordinating educational materials and supervisory drug training programs.
Training programs may be provided by an Employee Assistance Program (EAP)
provider or other person or organization with suitable expertise in this field.

c. Providing oversight and evaluation of any EAP provider. The coordinator shall
act as liaison between the EAP providers and the City. The coordinator shall
review all reports of EAP activities and, as necessary, make any recommended
changes;
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3.

5.

d. Reporting as necessary to the City Manager actions taken to implement the
training program and identify options for making the program more effective;

e. Ensuring that the appropriate federal agency is informed of any criminal drug
statute convictions of City employees for violations occurring in the workplace.

Contract with an independent drug program administrator to provide the Substance
Abuse Professionals (SAP) random selection and drug testing as well as pre-employment
and other drug testing services.

Assist in the resolution of employees’ confirmed illegal drug and alcohol problems by
encouraging employees to seek help through the City’s EAP, health benefit plans,
counseling services, SAP or other available resources.

Cooperate with law enforcement agencies to the extent permissible by law.

ARTICLE 18 - EMPLOYEE RESPONSIBILITY

The City believes that each employee has the responsibility to:

1.

Report to work at all times free of alcohol or other illegal drugs and their
influence/effects.

Not possess or use illegal drugs, alcohol or controlled substances during working hours,
while on-call and subject to duty, on breaks, or at any time while on City property,
operating a City vehicle or equipment, or in City uniform.

Notify his or her immediate supervisor when taking any medications or drugs,
prescription or non-prescription, which may interfere with safe and effective job
performance.

Notify his or her immediate supervisor within five (5) days of any conviction for
violating a criminal drug statute while in the workplace.

Participate in and support City sponsored illegal drug and alcohol education programs.

Seek and accept assistance for alcohol and other illegal drug abuse related problems
before job performance is affected.

Support City efforts to eliminate alcohol and other illegal drug abuse among employees
where it exists.
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= CALIFORNIA ==

NATIONALCITy

City of National City

PROCEDURE FOR SUPERVISORS OF EMPLOYEES IN
COVERED EMPLOYEE POSITIONS TO FOLLOW WHEN IT
IS BELIEVED THAT THEY MAY BE UNDER THE
INFLUENCE OF ILLEGAL DRUGS AND/OR ALCOHOL

There may be instances when a supervisor has reasonable cause to believe that:

= An employee has consumed or ingested illegal drugs, alcohol or controlled substances on
City premises;

= An employee reported to work under the influence of illegal drugs, alcohol or controlled
substances; or

= An employee’s off-duty abuse of illegal drugs, alcohol or controlled substances has
resulted in work-related problems.

Under these circumstances, the supervisor must request a drug/alcohol test even though the
employee is not believed to be impaired. The drug/alcohol test is not intended to prove
impairment, but to confirm the presence of the drug and/or alcohol. Regardless of whether
impairment is suspected, if the supervisor has reason to consider requiring a drug/alcohol test,
use the following process to validate the reasons for considering a drug/alcohol test:

1.  The supervisor should personally escort the employee to an office or other private area and
have another supervisor present as a witness, if possible.

2. The supervisor should confront the employee with reasons for suspecting illegal drug
and/or alcohol policy violations. Use the reasonable suspicion checklist to question and to
document information from the employee. Complete the form and in conversation with the
employee, determine whether the employee has consumed or ingested illegal drugs and/or
alcohol on City premises or during work duty and is under the influence of illegal drugs,
alcohol or controlled substances, or whether the employee’s off-duty abuse of illegal drugs,
alcohol or controlled substances has resulted in work-related problems.

3. If the employee does not appear to be under the influence of illegal drugs, including
prescription drugs, and has not consumed illegal drugs during work duty or on City
premises, or the employee has not engaged in off-duty consumption or abuse of illegal
drugs, alcohol or controlled substances which resulted in work-related problems, and the
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employee is able to perform regular work duties, have him or her return to the work unit
and resume work.

If the supervisor believes the employee is under the influence of, or has consumed illegal
drugs, alcohol or controlled substances on City premises or during work duty, or that the
employee’s off-duty consumption or abuse of illegal drugs, alcohol or controlled
substances has resulted in work-related problems, advise the employee that City Policy has
been violated and that he or she is being directed to provide a blood, urine, breath or other
sample for illegal drug, alcohol or controlled substance testing. Personally escort the
employee (with another supervisor when possible) to the approved drug/alcohol testing
site.

Require the employee to read and sign a consent form, available at the testing location,
agreeing to the test. Advise the employee that refusal to sign the form or give a specimen
will be treated as a refusal to obey a direct order, and will constitute an admission that the
suspicion is reasonable and may be grounds for termination. Once the specimen is taken
and initialed by the employee, suspend him or her with pay, pending results and a review of
the circumstances.

If it is believed that the employee is impaired, make arrangements to have the employee
taken home. Do not permit the employee to leave the premises or drive alone. If the
employee refuses any assistance, make sure a witness can verify that the employee refused
such assistance. If the supervisor cannot control the employee’s actions and the employee
departs without assistance, immediately call the police department to inform them of the
employee’s condition and refusal for assistance. Tell the law enforcement officials the
employee’s name and a description of the automobile including the license number.

A thorough review of documentation, test results, and circumstances will be made before
making a decision regarding the employee. A final decision will be made and
communicated to the employee within a reasonable period unless there are extenuating
circumstances.

If the test results are negative and the employee is returned to work with no corrective
action, the suspended time is paid and the employee’s record is cleared.

In all cases where the involvement of illegal drugs, alcohol or controlled substances is
confirmed or suspected, recommend the employee seek support from an illegal
drug/alcohol abuse program.

NOTE: Covered employees involved with or contributing to an accident or other incident

involving actual or potentially serious injury where illegal drugs/alcohol cannot be
discounted are required to submit to a post-accident drug/alcohol test. Consequently,
steps #1 through #3 of the above procedures do not apply.
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ILLEGAL DRUG AND ALCOHOL
REASONABLE SUSPICION EVALUATION FORM

Employee Name: Job Title:
Observation Date: Time: a.m./p.m. to a.m./p.m.
Location of Employee:
Location of Supervisor(s):
Others Present During Activities or Observations:
Incident(s) Observed Which Gave Cause for Reasonable Suspicion:

The City may require a blood test, urinalysis, or other illegal drug and/or alcohol testing of any employee a
trained Supervisor reasonably suspects is under the influence of an illegal drug and/or alcohol at work.
Reasonable suspicion exists if, based on two or more of the objective factors listed below, a trained Supervisor
would believe that the employee is under the influence of an illegal drug and/or alcohol at work.

CAUSE FOR SUSPICION

1. Presence of alcohol, alcohol containers, illegal drugs or illegal drug paraphernalia (specify):

2. Appearance:

Normal Flushed Puncture Marks
Disheveled Bloodshot/Glassy eyes Unusual Skin Sores
Dilated/Constricted Pupils Profuse Sweating Smell of Alcohol
Dry-mouth Symptoms Runny Nose/Sores Smell of Cannabis
Tremors Inappropriate Wearing of

Sunglasses

Other:
3. Behavior/Speech
Normal Incoherent Slurred
Silent Confused Slowed
Whispering Angry/Hostile Happy
Agitated Sleeping on the Job Unconscious
Other:
4. Awareness:
Normal Mood Swings Euphoria
Confused Paranoid Disoriented
Lethargic Lack of Coordination

Other:
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Page 2
Observed Behavior/Reasonable

Suspicion Record
_____________________________________________________________________________________________________________________________________|

5. Motor Skills/Balance:

Normal Swaying Falling
Staggering Unsteady Arms Raised for Balance
Stumbling Reaching for Support
Other:
6. Walking & Turning:
Normal Arms Raised for Balance
Stumbling Reaching for Support
Other:
7.  Work Performance:
Unusual Recent Absenteeism Frequent Accidents, Mistakes or
Tardiness
Frequent Complaints of Iliness Negatively Frequently Misses Deadlines or Takes More
Affecting Work Performance Time to Complete Job than Necessary
Increased High/Low Periods of Takes Needless Risks
Productivity
Frequent Lapses in Concentration or Disregard for Safety of Others
Judgment
Repeated Difficulty in Recalling Frequent Complaints from Co-workers

Instructions

Constant Complaining Frequently Borrowing Money from Co-
Workers

Bringing Domestic or Personal Problems to
Work

Other:

8. Other Observed Actions or Behavior (specify):

Witnessed by:

a.m./p.m.

Signature Title Date Time

a.m./p.m.
Signature Title Date Time

This document must be prepared and signed by the witnesses within 24 hours of the observed behavior or before the results
of the tests are released, whichever is earlier.
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CC/CDC-HA Agenda
5/15/2018 — Page 288

The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City deleting the City of National City Policy
Concerning Sexual and Other Forms of Harassment and adopting Council Policy 604
Discrimination and Harassment. (Human Resources)
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CITY OF NATIONAL CITY, CALIFORNIA
COUNCIL AGENDA STATEMENT

MEETING DATE:  May 15, 2018 AGENDA ITEM NO. |

ITEM TITLE:

Resolution of the City Council of the City of National City deleting the City of National City Policy Concerning
Sexual and Other Forms of Harassment and adopting Council Policy 604 — Discrimination and Harassment.

PREPARED BY: Irene Mosle DEPARTMENT: Human Resources
PHONE: 336-4308 ! APPROVED BY:
EXPLANATION:

The Human Resources Department engaged the services of an attorney subject matter expert in the area of labor
relations to assist in reviewing and updating the City’s various labor relations policies and procedures for the
purpose of ensuring that all such documents are in compliance with current Federal, State and local laws. The
proposed deletion of the Policy Concerning Sexual and Other Forms of Harassment and the adoption of the
Discrimination and Harassment Policy are an outcome of said review.,

The current policy was adopted by City Council Resolution on April 12, 1988. The City’s formally recognized
collective bargaining groups were notified of the proposed revisions. The revisions were met and conferred upon
as requested by the collective bargaining groups.

FINANCIAL STATEMENT: APPROVED: Finance
ACCOUNT NO. APPROVED: MIS

There is no fiscal impact associated with this item.

ENVIRONMENTAL REVIEW:
This is not a project and, therefore, is not subject to environmental review.

ORDINANCE: INTRODUCTION: [ | | FINAL ADOPTION:IZI

STAFF RECOMMENDATION:
Adopt the resolution approving revisions to the City of National City Discrimination and Harassment Policy.

BOARD / COMMISSION RECOMMENDATION:

ATTACHMENTS:

1. Policy Concerning Sexual and Other Forms of Harassment — Current Policy
2. Discrimination and Harassment Council Policy 603 — Draft
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CITY OF NATIONAL CITY

POLICY CONCERNING SEXUAL
AND OTHER FORMS OF HARASSMENT

INTENT

City supervisors and other staff members are expected to treat members of the public and their fellow
employees, with respect and dignity. Sexual harassment or harassment related to a person’s race, color,
religion, national origin, age, or physical handicap by a City employee will not be tolerated under any
circumstances and can lead to disciplinary action including termination.

DEFINITION

Harassment is considered to be anything that has the purpose or effect of creating an intimidating,
hostile or offensive environment. This may include discriminatory actions as well as discriminatory
language. Sexual harassment has more specific definitions that have been developed by the Federal
Government. Sexual harassment is defined as subjective to unwelcomed sexual advances, requests for
sexual favors or other verbal or physical conduct of a sexual nature when one or more of the following
circumstances are present:

a. Submission to, or toleration of, the conduct is either an obvious or implied term or condition of
employment or fair treatment.

b. Submission to or rejection of such conduct is indicated as a basis for an official decision
affecting the individual.

c. The conduct has the purpose or effect of interfering with an employee’s work performance or
creating intimidating, hostile, offensive or otherwise more difficult working conditions.

d. The conduct has the purpose or effect of interfering with a member of the public receiving
consistent or fair treatment or services by a City department.

IMPLEMENTATION

It is the responsibility of the City Manager to issue procedures to implement this policy. Procedures
shall describe program responsibilities, methods or dissemination, training objectives how employees
can request assistance if they feel that they have been victims of harassment, and how to handle and
record complaints. Input on the development and revision of procedures shall be sought from employees
through their designated representatives, the Civil Service Commission and such other sources as
deemed appropriate by the City Manager

Approved by the City Council of the City of National City
April 12, 1988
Resolution No: 15,588
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

TITLE: Discrimination and Harassment POLICY #603

ADOPTED: AMENDED:

POLICY STATEMENT

It is the policy of the City of National City that all employees, applicants, volunteers,
and independent contractors (collectively referred to as “workers”) have a right to
work in an environment free of discrimination, which encompasses freedom from
harassment based on such factors as sex, sexual orientation, gender or gender
identity, marital status, pregnancy (including childbirth or related conditions), race,
color, religion, national origin or ancestry, age, physical or mental disability, medical
condition, genetic condition, family care or medical leave status, military or veteran
status, or any other characteristic protected by law. These characteristics shall be
referred to as “protected classifications.” City workers are expected to treat members
of the public and their fellow workers with respect and dignity. The City strongly
disapproves of discrimination and harassment in any form and will not tolerate this
behavior under any circumstance. Any employee, supervisor, manager, elected
official or third party is prohibited from engaging in such conduct, and doing so may
result in disciplinary action up to and including dismissal.

In addition, retaliation against a worker for reporting violations of this Policy in good
faith, or for participating in the investigation of a harassment or discrimination
complaint, is strictly prohibited and may result in disciplinary action up to and
including dismissal.

Workers who have complaints of discrimination, harassment, or retaliation against
anyone at work, including supervisors, co-workers, visitors, or vendors are urged to
report such conduct to designated City officials so that the City may investigate and
resolve the problem. The City will investigate all complaints in conformance with
procedures outlined in this Policy. Where investigators confirm the allegations,
appropriate corrective action will be taken.

The City will maintain the confidentiality of information provided in the complaint
and investigation process, except to the extent disclosure is required by law, as part
of the investigatory or disciplinary process, or as otherwise reasonably necessary.

DEFINITIONS

Discrimination means unequal or abridged treatment of a person’s right or
opportunity to seek, obtain, hold, and prosper in an employment relationship with
the City on the basis of any of the protected classifications.

Harassment includes conduct based on a protected classification that has the purpose
or effect of unreasonably interfering with an individual’s work performance; creating
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

an intimidating, hostile, threatening or offensive working environment; or adversely
affecting the worker’s performance, evaluation, assigned duties or any other
condition of employment or career development.

Sexual harassment means unwelcome sexual advances; requests for sexual favors,
and other verbal or physical conduct of a sexual nature which occurs under any of
the following circumstances:

e Submission to such conduct is made either expressly or by implication a term
or condition of an individual’s employment;

e Submission to or rejection of such conduct by an individual is used as a basis
for employment decisions affecting the individual; or

e Verbal or physical conduct of a sexual nature that has the purpose or effect
of substantially interfering with the employee’s ability to do their job or
creating an intimidating, hostile, or offensive working environment.

Other examples of sexual harassment include unwelcome sexual flirtations or
propositions; verbal abuse of a sexual nature; graphic verbal comments about an
individual's body; sexually degrading words used to describe an individual; and the
display or use in the work environment of sexually suggestive objects or pictures,
posters, jokes, cartoons, or calendar illustrations.

Prohibited sexual harassment need not be motivated by sexual desire.
PROCEDURES
A. Worker’s Responsibility

It is important that workers inform the City as soon as soon as possible about any
prohibited discrimination, harassment, or retaliation because nothing can be done to
remedy the situation if the City does not know that it exists.

Any worker who feels comfortable doing so should also let a co-worker know when
that co-worker’s behavior or comments are offensive or unwelcome, even if the
situation does not rise to the level of a violation of this Policy. However, individuals
are not required to handle these situations on their own and individuals should report
such issues to the appropriate person as listed below.

Any individual who believes that they have been or are being discriminated against,
harassed, or retaliated against in violation of this Policy shall immediately report this
violation to his or her supervisor, their department head, the Director of
Administrative Services, the City Manager, or any other department head or
supervisor with whom the individual feels comfortable speaking.

Any individual who is aware or suspects that another individual has been
discriminated against, harassed, or retaliated against in violation of this Policy shall
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

immediately report this violation to his or her supervisor, their department head, the
Director of Administrative Services, the City Manager, or any other department head
or supervisor with whom the individual feels comfortable speaking. Workers may
also file a complaint of discrimination, harassment, or retaliation with the California
Department of Fair Employment and Housing or U.S. Equal Employment
Opportunities Commission.  Utilization of the grievance procedure is not a
prerequisite to the pursuit of such other remedies.

Employee’s reporting possible violations of this Policy will be requested to fill out a
Harassment Complaint Form.

Each worker is also responsible for his or her own behavior in observing the City’s
Discrimination and Harassment Policy.

B. Supervisor Responsibility/City Responsibility

It is the responsibility of each department head and supervisor to maintain a work
environment free of harassment, discrimination, and retaliation. This includes being
available to discuss this Policy with the workers they supervise and to assure the
workers that they are not required to endure any form of prohibited harassment,
discrimination, or retaliation. If someone reports allegations of potential violations
of this Policy to a supervisor, it is the responsibility of the supervisor to take
immediate action by documenting the incident(s) through the use of the Harassment
Complaint Form and reporting the allegations to the Director of Administrative
Services.

Any supervisor who fails to take appropriate action to report or address
discrimination, harassment, or retaliation issues may be subject to disciplinary action
up to and including termination and also may be found personally liable under
Federal and State law.

The Director of Administrative Services is responsible for the direction and
coordination of the City’s efforts regarding this Policy. Also, the Director of
Administrative Services shall be available for advising employees, managers, and
supervisors concerning individual issues and this Policy in general. This Policy shall
be disseminated to all City workers.

C. Investigation

The City will document and investigate all complaints of harassment in a prompt,
objective, and thorough manner, including interviews of those with relevant
knowledge. The investigation will be designed to maintain, to the extent possible,
the privacy and confidentiality of all parties and witnesses involved. Complete
confidentiality cannot occur, however, due to the need to investigate fully and to take
effective remedial action. The Director of Administrative Services or the appropriate
department head or supervisor will be responsible for directing an investigation into
such allegations and for implementing appropriate remedial action, where warranted.
The extent of the investigation and the designation of the investigator will depend on
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

the circumstances of the complaint. In certain circumstances, the City may also
designate an outside investigator to conduct the investigation. The City will not
disclose a completed investigation report except as it deems necessary to support
disciplinary action, to take remedial action, to defend itself in adversarial
proceedings, or as otherwise required by law.

D. Resolution

After investigation, the City will communicate the confidential findings (i.e.,
sustained or not sustained) to the complainant, the alleged harasser, and members of
management with a legitimate need to know.

If there is a finding that discrimination, harassment, or retaliation in violation of this
Policy or applicable laws has occurred, the City will take appropriate and immediate
action to end any discrimination, harassment, or retaliation and prevent its
recurrence. Any employee found to have violated this Policy will be disciplined up
to and including termination. Specific action taken will depend upon the specific
circumstances.

Knowingly, falsely accusing someone of violating this Policy or otherwise
knowingly giving false or misleading information in an investigation regarding this
Policy shall be grounds for disciplinary action, up to and including, termination of
employment.

HARASSMENT INVOLVING THE PUBLIC

The City strictly prohibits harassment or retaliation of any member of the public by
any City worker.

In addition, if a worker feels that he or she is being subjected to harassment, as
defined above, by a member of the public, the worker should report such harassment
to his or her supervisor (or other person listed above) for investigation and
appropriate action.

TRAINING PROGRAMS

Training programs to implement this Policy shall be developed and presented. It
shall be mandatory that each management and supervisory employee attend one of
these programs at least once every two years as required by State law. In addition,
the City shall take measures periodically to ensure that all workers are made aware
of the implications of this Policy. The emphasis in these programs shall include:

e the commitment of the City to eradicate sexual and other described forms of
harassment;

o effective methods of deterring the incidence of such harassment;

e awareness of the importance and seriousness of this problem;
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e the specific procedures of responding to complaints of harassment;

e discussion of abusive conduct/bullying.

Page 5 of 7
295 of 489




CITY COUNCIL POLICY
CITY OF NATIONAL CITY

= GALIFORN]A =
TIONALC]
NA&_: 1S = TY

INCaRpoRATRD

CITY OF NATIONAL CITY
HuMAN RESOURCES DEPARTMENT

HARASSMENT COMPLAINT FORM

THIS FORM MAY BE USED BY ANY EMPLOYEE OR CITIZEN TO FILE A COMPLAINT OF SEXUAL OR
OTHER HARASSMENT, AND SHALL BE KEPT AS CONFIDENTIAL AS POSSIBLE BY THE CITY OFFICIAL
WHO RECEIVES IT, IF THE EMPLOYEE WISHES TO MAKE THE COMPLAINT VERBALLY, HE/SHE MAY DO
SO, AND THE CITY OFFICIAL WHO RECEIVES THE COMPLAINT SHALL COMPLETE THIS FORM FOR THE
RECORD. THE EMPLOYEE MAY OPT NOT TO MAKE THE COMPLAINT WITH THE DEPARTMENT AND
CHOOSE TO MAKE THE COMPLAINT DIRECTLY WITH THE DIRECTOR OF HUMAN RESOURCES. AN
EMPLOYEE WHO IS CONSIDERING A COMPLAINT OF THIS NATURE SHOULD REFER TO COUNCIL
PoLicy RESOLUTION 15,588 AND TO THE APPROVED PROCEDURES FROM THE CITY MANAGER.

Date of Complaint:

Name of Person Filing Complaint:

Department: Job Title:

(If not a City employee, home address and telephone number)

Description of incident(s): Include dates, times, places and circumstances of incidents. (Attach
additional sheets if necessary)

Name or description of alleged offender(s): include department and job title or address/telephone
number if applicable.

Name and title of complainant’s or alleged offender’s supervisor (if applicable):
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Name and telephone numbers of any witnesses or persons having first hand information about
this situation.

—

Nature of relief sought:

Signature of complainant: Date:
Name & Title of City of National City Date
Official receiving complaint: Received:

Did complainant discuss this situation with alleged offender? (when & where?):

Did complainant discuss this situation with alleged offender’s or their immediate supervisor?
(when and where and action taken by supervisor?):

Was an in-depth investigation conducted? (give details):

Action to be taken (give details):

Has this complaint been reviewed by the City Attorney? [Yes [J No
Does this action satisfy the complainant? OYes [ No

If “yes™, signature of complainant:

(If' not, refer the complaint to the Director of Human Resources for resolution)

Signature of receiving City official Date:

Forward this form to the Director of Human Resources upon completion at the departmental
level.

Page 7 of 7
297 of 489




CC/CDC-HA Agenda
5/15/2018 — Page 298

The following page(s) contain the backup material for Agenda Item: Resolution of the
City Council of the City of National City approving revisions to the City of National City

Workplace Violence and Security Policy and adopting said policy as Council Policy 605.
(Human Resources)
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CITY OF NATIONAL CITY, CALIFORNIA
COUNCIL AGENDA STATEMENT

MEETING DATE:  May 15,2018 AGENDA ITEM NO.

ITEM TITLE:

Resolution of the City Council of the City of National City approving revisions to the City of National City
Workplace Violence and Security Policy and adopting said policy as Council Policy 605.

-
PREPARED BY: Trene Mosl DEPARTMENT: Human Resources
PHONE: 336-4308 APPROVED BY:

EXPLANATION:

The Human Resources Department engaged the services of an attorney subject matter expert in the area of labor
relations to assist in reviewing and updating the City’s various labor relations policies and procedures for the
purpose of ensuring that all such documents are in compliance with current Federal, State and local laws. The
proposed revisions to the Workplace Violence and Security Policy are an outcome of said review.

The current policy was adopted by City Council Resolution on February 4, 1997. The City’s formally recognized
collective bargaining groups were notified of the proposed revisions. The revisions were met and conferred upon
as requested by the collective bargaining groups.

FINANCIAL STATEMENT: APPROVED: Finance
ACCOUNT NO. APPROVED: MIS

There is no fiscal impact associated with this item.

ENVIRONMENTAL REVIEW:
This is not a project and, therefore, is not subject to environmental review.

ORDINANCE: INTRODUCTION: FINAL ADOPTION:

STAFF RECOMMENDATION:
Adopt the resolution approving revisions to the City of National City Workplace Violence and Security Policy.

BOARD / COMMISSION RECOMMENDATION:

ATTACHMENTS:

1. Workplace Violence and Security Policy — Original
2. Workplace Violence and Security Policy — Strike Out (Edited) Version
3. Workplace Violence and Security Policy — Revised
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City of National City

WORKPLACE VIOLENCE AND SECURITY POLICY

POLICY STATEMENT

It is the policy of the City of National City that every employee is entitled to work in a safe
environment. To this end, violence or the threat of violence in the workplace will not be
tolerated in any form. Itis inappropriate to use violence or threats of violence in an attempt
to intimidate, prevent work from being completed or in any way interfere with the
maintenance of a safe work place. To this end, the City Council adopts the following

policy.

Employees are expected to conduct themselves in accordance with the Personnel Rules and
Regulations of the City. The City recognizes that individuals may experience difficulties
related to their work, their relationships with co-workers, supervisors, superintendents,
managers or members of the public. The City offers an Employee Assistance Program
(EAP) for all City employees to receive support in handling any personal difficulties that
may arise. When such difficulties are known, departments should inform affected
employee(s) of the services provided by the EAP.

1.  No employee of the City shall threaten or commit an act of violence toward another
employee, the public or property of the City. The City has a “zero-tolerance” policy
for any act or threat of violence in the workplace.

2. All acts or threats of violence will be reported immediately to a supervisor,
superintendent, Department Head, the Risk Manager and/or Personnel Director.

3. All reported acts or threats of violence will be investigated by the department in
which the act occurred or, if more than one department is involved, by Personnel.

4. No employee shall bring to the worksite, on their person, or in their belongings or
vehicle any non-job related weapon or dangerous material of any type; for example,
firearms, knives, or firecrackers.

5. Individuals who commit acts or threats of violence are subject to disciplinary action
up to and including termination. Even in the absence of prior progressive disciplinary
action, violating this workplace safety program may be caused for dismissal from
employment.
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6.  All employees are responsible for using safe work practices, for following written
procedures and policies, and for assisting in maintaining a safe and secure work
environment.

Definitions
1.  Workplace Violence: An intense and extreme behavior used to frighten, intimidate,

injure, damage, or destroy another person or property at the place of work. It is
usually an expression of anger, and can take the following forms:

a. gestures g. self-prediction of loss of control

b. innuendo h. stalking

c. intimidation I. fostering strong negative feeling or emotion

d. physical force J. threats

e. retaliation k. violation of another’s rights, property or sensibilities
f. rough action

2. Threat: A direct or implied expression of intent to inflict physical harm and/or
actions that a reasonable person would perceive as a threat to physical safety or
property. The following are some examples of behaviors that may be considered
threats. Additionally, because intent may not always be disconcerned by co-workers,
jokes about physical acts of violence will not be tolerated.

e verbal threats are voiced descriptions of what the violent person plans to do,
or bizarre statements or actions threatening physical harm often stemming
from a perceived work injustice; or

e threatening conduct, such as intimidating others, is showing-off or actually
brandishing a weapon or potentially dangerous device, or the obsessions,
such as apparently nursing a grudge against a co-worker or supervisor or
from frustrated romantic interests.

All individuals have the right to self-expression. However, the City will not tolerate abuse
of this right.

ASSIGNMENT OF RESPONSIBILITY

Management

All managers, superintendents and supervisors are responsible for ensuring each employee
is aware of the policy and complies with this workplace violence prevention program in
their work areas.

The City supports a communication system that promotes and encourages a continuous
flow of safety, health and security information between management and employees
without fear of reprisal. Within the City it is recognized that in order to maintain a safe,
healthy and violence-free workplace, there must be open and two-way communication
between all employees, supervisors, superintendents and managers on workplace safety,
health and security issues.
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Employee

Employees are charged with adhering to this City policy against workplace violence.
COMPLIANCE

The procedure for ensuring that all employees, including supervisors, superintendents, and
managers, comply with work practices that are designed to make the workplace more
secure and free of violence, and do not engage in verbal threats or physical actions which
create a security hazard for others in the workplace, includes:

1. Informing employees, supervisors, superintendents and managers of the provisions
of the Workplace Violence and Security Policy;

2.  Evaluating the performance of all employees for compliance with the Workplace
Violence and Security measures;

3. Recognizing employees who perform work practices which promote security in the
workplace;

4.  Providing training and/or counseling to employees whose performance in complying
with work practices designed to ensure workplace security is deficient;

5. Disciplining workers for failure to comply with the Workplace Violence and Security
Policy and practices up to and including termination.

TRAINING

Procedures

All employees, including managers, superintendents and supervisors, shall be instructed
on general and job-specific workplace security practices by their immediate supervisor.

All new employees and all other employees, for which instruction has not been provided
and documented, shall be instructed on this policy, sign an acknowledgement receipt and
comply with the policy.

All employees, supervisors, superintendents and managers shall be re-instructed on this
policy whenever the City is made aware of a new or previously unrecognized security
hazard, violent behavior or other tendencies on the part of the employee that may lead to
violence or security problems.

INCIDENT INVESTIGATION AND REPORTING
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It is the responsibility of the Department Director to report and investigate all threats or
acts of violence that occur in their department. The Department Director may designate a
manager from within the department to conduct the investigation. The immediate
supervisor in the area where the incident occurred should immediately begin an informal
investigation into the matter and prepare the written report of the incident to the
Department Director.

Reporting

A written report shall be completed immediately an incident of a threat or act of the
workplace violence by:

The Employee who the act or threat was committed against and the

supervisor/superintendent where the incident took place on a form provided by the
Personnel Department.

Investigating

An investigation, in such detail as may be appropriate, shall immediately follow a report
of an act of violence. A written summary of the investigation, and a description of the
resolution, if any, shall be issued by the investigating officer/Department Head to both the
Risk Manager and Personnel Director.

In investigating an act or threat of workplace violence, the investigating officer shall:

1. Review all previous incidents involving violence at the workplace, including threats
of violence and verbal abuse;

2. Visit the scene of the incident as soon as possible;
3. Interview the injured and threatened employees and witnesses;

4. Examine the workplace for security risk factors associated with the incident,
including any reports of inappropriate behavior by the perpetrator;

5. Determine the cause of the incident;
6.  Take corrective action to prevent the incident from recurring; and

7. Record the findings and corrective actions taken, to include any disciplinary action
taken or proposed
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NATIONAL CITy
City of National City
Human Resources Department

OCCUPATIONAL SAFETY OR SECURITY PROGRAM

INCIDENT REPORT

This form must be completed by the employee and the supervisor when an incident of violence, safety
or security has occurred.

Employee(s) Name(s):
Job Title: Department:
Date of Incident: Time: a.m./p.m.
Location of Incident:

Person(s) involved and witness(es) to the incident:

Name: Tel. No. Home/Work/Cell
Name: Tel. No. Home/Work/Cell
Name: Tel. No. Home/Work/Cell

Description of the Incident:

Employee’s Signature: Date:

Describe personal and/or property damage resulting from incident and any injury medical treatment
required:

Preventable? Non-Preventable? Safety Equipment Used? O Yes O No

What actions have been taken with regard to incident?

How could similar incidents be prevented?

Supervisor’s Signature; Date:

Department Director’s Signature: Date:
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City of National City

WORKPLACE VIOLENCE AND SECURITY POLICY

POLICY STATEMENT

It is the policy of the City of National City that every employee is entitled to work in a safe
environment. Therefore, the District has adopted a “zero tolerance” policy regarding
workplace violence. Consistent with this Policy, acts or threats of physical violence,
including intimidation, harassment, or coercion, which involve or affect the City or which
occur on City property will not be tolerated. Acts or threats of violence include conduct
which is sufficiently severe, offensive, or intimidating to alter the employment conditions
at the City by creating a hostile, abusive, or intimidating work environment for one or

several City emplovees Ie—thts—end—welenee—er—me—th;eat—ehﬂeleﬂem—tha%mplaee

y orlnanywaymterfere
nterfermg W|th the mamtenance ofa safe work place. To thls end, the City Council adopts
the following policy.

1. No employee of the City shall threaten or commit an act of violence toward another
employee, member of the public, or property of the City. —Fhe-City-has—a—zere-

2. All acts or threats of violence wit-shall be reported immediately to a supervisor,
superintendent, Department HeadDirector, the Risk Manager and/or Persennel
Human Resources Director.

3. Al reported acts or threats of V|0Ience will be timely investigated by the elepatttment
City.
Pe#senneLApproprlate actlons WI|| be taken to prevent further violent conduct or
threats of violent conduct from occurring or being repeated.
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4.

Unless pre-authorized or a condition of employment (i.e. sworn Police personnel),

4.5. This prohibition against workplace violence applies to all persons involved in Citvﬁ

Ne-no employee shall bring to the worksite or any City property or building, on their
person, or in their belongings or vehicle any non-job related weapon or dangerous
material of any type;i—fer—example—firearms—knives,—or—firecrackers. Job-related
weapons or tools that could be deemed a weapon must be authorized by the
employee’s supervisor.

56.

7.

operations, including but not limited to City personnel, contract workers, temporary
employees, and anyone on City property or conducting City business off City

property.

Individuals who commit acts or threats of violence or otherwise violate the provisions
of this policy are subject to disciplinary action up to and including termination. Even
in the absence of prior progressive disciplinary action, violating this-workplace safety
programpolicy may be caused for dismissal from employment._Other corrective
action may include, but is not limited to, referral to law enforcement agencies for
illegal or criminal actions and/or the City seeking a workplace violence restraining
order on behalf of the affected employee(s).

All employees are responsible for using safe work practices, for following written

6:8. The City recognizes that individuals may experience difficulties related to their WOI’k,‘/—_{

procedures and policies, and for assisting in maintaining a safe and secure work
environment.

their relationships with co-workers, supervisors, superintendents, managers or
members of the public. The City offers an Employee Assistance Program (EAP) for
all City employees to receive support in handling any personal difficulties that may
arise. When such difficulties are known, departments should inform affected
employee(s) of the services provided by the EAP.

Definitions

1.

Workplace Violence: An intense and extreme behavior used to frighten, intimidate,
injure,_or damage;-er-destroy another person or property at the place of work. It is
usually an expression of anger, and can take the following forms:

a. gestures g. self-prediction of loss of control

b. innuendo h. stalking

c. intimidation i. fostering strong negative feeling or emotion

d. physical force j. threats

e. retaliation k. violation of another’s rights, property or sensibilities
f. rough action
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2—Threat: A direct or implied expression of intent to inflict physical harm and/ork——{

Formatted: Indent: Left: 0.5", Hanging: 0.38", Tab stops:
Not at 0.5"

actions that a reasonable person would perceive as a threat to physical safety or
property. Additionally, because intent may not always be perceived by co-workers,
jokes about physical acts of violence will not be tolerated. Fhe-fellowing-are-seme

All individuals have the right to self-expression. However, the City will not tolerate abuse
of this right.

Examples

Specific examples of conduct that may be considered threats or acts of violence include,
but are not limited to, the following:

a. Striking, punching, slapping, shoving or otherwise physically assaulting
another person.

b. Fighting or challenging another person to a fight, grabbing, pinching or
touching another person in an unwanted fashion (whether sexually or

otherwise).

c. Threatening an individual or his or her family, friends, associates, or property
with harm in any way, whether verbal, written or physical.

d. The intentional destruction or threat of destruction of property.

e. Harassing or threatening phone calls.

f._Harassing surveillance or stalking.

g. The suggestion or intimation that violence is appropriate.

h. Unauthorized possession or inappropriate use of a firearm, knife, explosive or
destructive device or other dangerous weapon. This includes individuals that
have permits to carry a concealed weapon.

i. Any intimidating behavior reasonably perceived as a threat, including, but not
limited to, yelling, shouting, swearing in anger, throwing things or slamming
doors.
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RESPONSIBILITIES UNDER THIS POLICY ASSIGNMENT-OF +—{ Formatted: Left

RESPONSIBHATY

Management

All employees in a supervisory role or position shall maintain his or her workplace free
from workplace violence or threats of workplace violence. All managers, superintendents
and supervisors are responsible for:

e ensuring-Ensuring each employee is aware of the policy and complies with this+
workplace violence prevention program in their work areas.

Formatted: List Paragraph, Bulleted + Level: 1 + Aligned at:
0.75" + Indent at: 1"
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e Supervising, evaluating, and documenting employee behavior and performance in
conformance with safe work practices.

e Immediately reporting any threats or acts of violence which they have witnessed,
received, or have been told that another person has witnessed or received to the
Department Head and/or Human Resources, and to the police if the potential for a
criminal violation exists.

e Ensuring reception and other appropriate employees are immediately made aware<+
of a potential threat. Taking immediate measures in conjunction with law
enforcement and the Human Resources Director to make sure all individuals who
pose an immediate threat to the safety of others are removed from the workplace.

The City supports a communication system that promotes and encourages a continuous
flow of safety, health and security information between management and employees
without fear of reprisal. Within the City it is recognized that in order to maintain a safe,
healthy and violence-free workplace, there must be open and two-way communication
between all employees, supervisors, superintendents and managers on workplace safety,
health and security issues.

Employee

Employees are charged with adhering to this City policy against workplace violence_and
are responsible for immediately reporting any threats or acts of violence which they have
witnessed or received to their supervisor or Department Director. This includes threats by
employees, as well as threats by customers, vendors, solicitors, or other members of the
public as against City employees in the workplace. All suspicious individuals must be
reported to a supervisor, Department Director or law enforcement as soon as possible.
Employees who witness acts of criminal behavior or the planning of a criminal act that
results or could result in workplace violence are responsible for immediately reporting such
acts or planned acts to law enforcement and to their supervisor or Department Director.

COMPLIANCE
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The procedure for ensuring that all employees, including supervisors, superintendents, and
managers, comply with work practices that are designed to make the workplace more
secure and free of violence, and do not engage in verbal threats or physical actions which
create a security hazard for others in the workplace, includes:

1. Informing employees, supervisors, superintendents and managers of the provisions
of the Workplace Violence and Security Policy;

2. Evaluating the performance of all employees for compliance with the Workplace
Violence and Security measures;

3. Recognizing employees who perform work practices which promote security in the
workplace;

4. Providing training and/or counseling to employees whose performance in complying
with work practices designed to ensure workplace security is deficient;

5. Disciplining workers for failure to comply with the Workplace Violence and Security
Policy and practices up to and including termination.

TRAINING

Procedures

All employees, including managers, superintendents and supervisors, shall be instructed
on general and job-specific workplace security practices by their immediate supervisor.

All new employees and all other employees, for which instruction has not been provided
and documented, shall be instructed on this policy, sign an acknowledgement receipt and
comply with the policy.

All employees, supervisors, superintendents and managers shall be re-instructed on this
policy whenever the City is made aware of a new or previously unrecognized security
hazard, violent behavior or other tendencies on the part of the employee that may lead to
violence or security problems.

INCIDENT INVESTIGATION AND REPORTING

Reporting
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Any employee who is the victim of any violent or threating conduct, or who observes such
conduct shall report the conduct to his or her immediate supervisor, Department Director,
or the Human Resources Director, as well as to law enforcement, if appropriate under the
circumstances. This includes threats by employees, as well as threats by customers,
vendors, solicitors, or other members of the public as against City employees in the
workplace. All suspicious individuals or activities must also be reported as soon as
possible.

A-writtenreport-shall-be-completed-immediately-Immediately after an-the incidentofa
threat_of or act of the-workplace violence by, a written report on a form provided by the
Human Resources Department shall be completed by:

The Employee who the act or threat was committed against and the
supervisor/superintendent where the incident took place. en-a-form-provided-by-the
Domenno-Donntimens

If an employee has been threatened by someone outside the work place and has reason to
believe there is a risk of violence in the workplace, the employee should notify their
supervisor immediately so the City can evaluate whether or not seeking a workplace
restraining order is appropriate. Employees who have obtained a civil restraining order
against another person for violence occurring outside the workplace should notify their
supervisor.

Investigating

It is the responsibility of the Department Director to report and investigate all threats or
acts of violence that occur in their department. The Department Director shall consult with
the Risk Manager or Human Resources Director before initiating an investigation into a
violent or potentially violent incident. An investigation, in such detail as may be
appropriate, shall be initiated immediately following a report of an act or threat of violence
and shall be concluded as soon as possible. -The Department Director in coordination with
the Human Resources Director may designate another manager, as appropriate, to conduct
the investigation. The investigator shall coordinate with Human Resources and law
enforcement as necessary. A written summary of the investigation, and a description of the

resolution, if any, shall be issued by the investigating officer/Department Head-Director to
both the Risk Manager and Persennel-Human Resources Director.
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City of National City
Human Resources Department

OCCUPATIONAL SAFETY OR SECURITY PROGRAM

| INCIDENT REPORT |

This form must be completed by the employee and the supervisor when an incident of violence, safety
or security has occurred.

Employee(s) Name(s):
Job Title: Department:
Date of Incident: Time: a.m./p.m.
Location of Incident:

Person(s) involved and witness(es) to the incident:

Name: Tel. No. Home/Work/Cell
Name: Tel. No. Home/Work/Cell
Name: Tel. No. Home/Work/Cell

Description of the Incident:

Employee’s Signature: Date:

Describe personal and/or property damage resulting from incident and any injury medical treatment
required:

Preventable? Non-Preventable? Safety Equipment Used? O Yes O No

What actions have been taken with regard to incident?

How could similar incidents be prevented?

Supervisor’s Signature: Date:

Department Director’s Signature: Date:
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

TITLE: Workplace Violence and Security Policy POLICY #604

ADOPTED:

AMENDED:

. POLICY STATEMENT

It is the policy of the City of National City (“City”) that every employee is entitled
to work in a safe environment. Therefore, the City has adopted a “zero tolerance”
policy regarding workplace violence. Consistent with this Policy, acts or threats of
physical violence, including intimidation, harassment, or coercion, which involve or
affect the City or which occur on City property will not be tolerated. Acts or threats
of violence include conduct which is sufficiently severe, offensive, or intimidating
to alter the employment conditions at the City by creating a hostile, abusive, or
intimidating work environment for one or several City employees, or in any way
interfering with the maintenance of a safe work place. To this end, the City Council
adopts the following policy.

1.

No employee of the City shall threaten or commit an act of violence toward
another employee, member of the public, or property of the City.

All acts or threats of violence shall be reported immediately to a supervisor,
superintendent, Department Director, the Risk Manager and/or Human
Resources Director.

All reported acts or threats of violence will be timely investigated by the City.
Appropriate actions will be taken to prevent further violent conduct or threats
of violent conduct from occurring or being repeated.

Unless pre-authorized or a condition of employment (i.e. sworn Police
personnel), no employee shall bring to the worksite or any City property or
building, on their person, or in their belongings or vehicle any non-job related
weapon or dangerous material of any type. Job-related weapons or tools that
could be deemed a weapon must be authorized by the employee’s supervisor.

This prohibition against workplace violence applies to all persons involved in
City operations, including but not limited to City personnel, contract workers,
temporary employees, and anyone on City property or conducting City business
off City property.
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

6. Individuals who commit acts or threats of violence or otherwise violate the
provisions of this policy are subject to disciplinary action up to and including
termination. Even in the absence of prior progressive disciplinary action,
violating policy may be cause for dismissal from employment. Other corrective
action may include, but is not limited to, referral to law enforcement agencies
for illegal or criminal actions and/or the City seeking a workplace violence
restraining order on behalf of the affected employee(s).

7. All employees are responsible for using safe work practices, for following
written procedures and policies, and for assisting in maintaining a safe and
secure work environment.

8.  The City recognizes that individuals may experience difficulties related to their
work, their relationships with co-workers, supervisors, superintendents,
managers or members of the public. The City offers an Employee Assistance
Program (EAP) for all City employees to receive support in handling any
personal difficulties that may arise. When such difficulties are known,
departments should inform affected employee(s) of the services provided by
the EAP.

Definitions
1.  Workplace Violence: An intense and extreme behavior used to frighten,

intimidate, injure, or damage another person or property at the place of work.
It is usually an expression of anger, and can take the following forms:

a. gestures g. self-prediction of loss of control

b. innuendo h. stalking

c. intimidation I. fostering strong negative feeling or emotion

d. physical force J. threats

e. retaliation k. violation of another’s rights, property or sensibilities
f. rough action

2.  Threat: A direct or implied expression of intent to inflict physical harm and/or
actions that a reasonable person would perceive as a threat to physical safety
or property. Additionally, because intent may not always be perceived by co-
workers, jokes about physical acts of violence will not be tolerated.

All individuals have the right to self-expression. However, the City will not tolerate
abuse of this right.

Examples

Specific examples of conduct that may be considered threats or acts of violence
include, but are not limited to, the following:

Page 2 of 7
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

a. Striking, punching, slapping, shoving or otherwise physically assaulting
another person.

b. Fighting or challenging another person to a fight, grabbing, pinching or
touching another person in an unwanted fashion (whether sexually or
otherwise).

c. Threatening an individual or his or her family, friends, associates, or
property with harm in any way, whether verbal, written or physical.

d. The intentional destruction or threat of destruction of property.

e. Harassing or threatening phone calls.

f. Harassing surveillance or stalking.

g. The suggestion or intimation that violence is appropriate.

h. Unauthorized possession or inappropriate use of a firearm, knife,
explosive or destructive device or other dangerous weapon. This includes
individuals that have permits to carry a concealed weapon.

i. Any intimidating behavior reasonably perceived as a threat, including,

but not limited to, yelling, shouting, swearing in anger, throwing things
or slamming doors.

RESPONSIBILITIES UNDER THIS POLICY

Management

All employees in a supervisory role or position shall maintain his or her workplace
free from workplace violence or threats of workplace violence. All managers,
superintendents and supervisors are responsible for:

e Ensuring each employee is aware of the policy and complies with this
workplace violence prevention program in their work areas.

e Supervising, evaluating, and documenting employee behavior and
performance in conformance with safe work practices.

e Immediately reporting any threats or acts of violence which they have
witnessed, received, or have been told that another person has witnessed or
received to the Department Head and/or Human Resources, and to the
police if the potential for a criminal violation exists.
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

e Ensuring reception and other appropriate employees are immediately made
aware of a potential threat. Taking immediate measures in conjunction with
law enforcement and the Human Resources Director to make sure all
individuals who pose an immediate threat to the safety of others are removed
from the workplace.

The City supports a communication system that promotes and encourages a
continuous flow of safety, health and security information between management and
employees without fear of reprisal. Within the City it is recognized that in order to
maintain a safe, healthy and violence-free workplace, there must be open and two-
way communication between all employees, supervisors, superintendents and
managers on workplace safety, health and security issues.

Employee

Employees are charged with adhering to this City policy against workplace violence
and are responsible for immediately reporting any threats or acts of violence which
they have witnessed or received to their supervisor or Department Director. This
includes threats by employees, as well as threats by customers, vendors, solicitors,
or other members of the public as against City employees in the workplace. All
suspicious individuals must be reported to a supervisor, Department Director or law
enforcement as soon as possible. Employees who witness acts of criminal behavior
or the planning of a criminal act that results or could result in workplace violence are
responsible for immediately reporting such acts or planned acts to law enforcement
and to their supervisor or Department Director.

COMPLIANCE

The procedure for ensuring that all employees, including supervisors,
superintendents, and managers, comply with work practices that are designed to
make the workplace more secure and free of violence, and do not engage in verbal
threats or physical actions which create a security hazard for others in the workplace,
includes:

1. Informing employees, supervisors, superintendents and managers of the
provisions of the Workplace Violence and Security Policy;

2. Evaluating the performance of all employees for compliance with the
Workplace Violence and Security measures;

3. Recognizing employees who perform work practices which promote security
in the workplace;

4.  Providing training and/or counseling to employees whose performance in
complying with work practices designed to ensure workplace security is
deficient;
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

5. Disciplining workers for failure to comply with the Workplace Violence and
Security Policy and practices up to and including termination.

TRAINING
Procedures

All employees, including managers, superintendents and supervisors, shall be
instructed on general and job-specific workplace security practices by their
immediate supervisor.

All new employees and all other employees, for which instruction has not been
provided and documented, shall be instructed on this policy, sign an
acknowledgement receipt and comply with the policy.

All employees, supervisors, superintendents and managers shall be re-instructed on
this policy whenever the City is made aware of a new or previously unrecognized
security hazard, violent behavior or other tendencies on the part of the employee that
may lead to violence or security problems.

INCIDENT INVESTIGATION AND REPORTING

Reporting

Any employee who is the victim of any violent or threating conduct, or who observes
such conduct shall report the conduct to his or her immediate supervisor, Department
Director, or the Human Resources Director, as well as to law enforcement, if
appropriate under the circumstances. This includes threats by employees, as well as
threats by customers, vendors, solicitors, or other members of the public as against
City employees in the workplace. All suspicious individuals or activities must also
be reported as soon as possible.

Immediately after the threat of or act of workplace violence by, a written report on a
form provided by the Human Resources Department shall be completed by:

The Employee who the act or threat was committed against and the
supervisor/superintendent where the incident took place.

If an employee has been threatened by someone outside the work place and has
reason to believe there is a risk of violence in the workplace, the employee should
notify their supervisor immediately so the City can evaluate whether or not seeking
a workplace restraining order is appropriate. Employees who have obtained a civil
restraining order against another person for violence occurring outside the workplace
should notify their supervisor.
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY

Investigating

It is the responsibility of the Department Director to report and investigate all threats
or acts of violence that occur in their department. The Department Director shall
consult with the Risk Manager or Human Resources Director before initiating an
investigation into a violent or potentially violent incident. An investigation, in such
detail as may be appropriate, shall be initiated immediately following a report of an
act or threat of violence and shall be concluded as soon as possible. The Department
Director in coordination with the Human Resources Director may designate another
manager, as appropriate, to conduct the investigation. The investigator shall
coordinate with Human Resources and law enforcement as necessary. A written
summary of the investigation, and a description of the resolution, if any, shall be
issued by the investigating officer/Department Director to both the Risk Manager
and Human Resources Director.
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CITY COUNCIL POLICY
CITY OF NATIONAL CITY
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City of National City
Human Resources Department

OCCUPATIONAL SAFETY OR SECURITY PROGRAM

| INCIDENT REPORT |

This form must be completed by the employee and the supervisor when an incident of violence, safety
or security has occurred.

Employee(s) Name(s):
Job Title; Department:

Date of Incident: Time: a.m./p.m.

Location of Incident:

Person(s) involved and witness(es) to the incident:

Name: Tel. No. Home/Work/Cell
Name: Tel. No. Home/Work/Cell
Name: Tel. No. Home/Work/Cell

Description of the Incident:

Employee’s Signature: Date:

Describe personal and/or property damage resulting from incident and any injury medical treatment
required:

Preventable? Non-Preventable? Safety Equipment Used? O Yes O No

What actions have been taken with regard to incident?

How could similar incidents be prevented?

Supervisor’s Signature; Date:
Department Director’s Signature: Date:
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CC/CDC-HA Agenda
5/15/2018 — Page 320

The following page(s) contain the backup material for Agenda Item: Temporary Use
Permit — Fun Zone Inflatables hosted by Fun Zone at Westfield Plaza Bonita Mall from
May 17, 2018 thru September 3, 2018 with no waiver of fees. (Neighborhood Services)

320 of 489




321 of 489




322 of 489




323 of 489




324 of 489




325 of 489




326 of 489




327 of 489




328 of 489




329 of 489




330 of 489




331 of 489




332 of 489




333 of 489




334 of 489




335 of 489




336 of 489




337 of 489




338 of 489




339 of 489




CC/CDC-HA Agenda
5/15/2018 — Page 340

The following page(s) contain the backup material for Agenda Item: Warrant Register
#40 for the period of 03/28/18 through 04/03/18 in the amount of $1,397,013.91.

(Finance)
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CITY OF NATIONAL CITY, CALIFORNIA
COUNCIL AGENDA STATEMENT

MEETING DATE: May 15, 2018 AGENDA ITEM NO.:

ITEM TITLE:

Warrant Register #40 for the period of 03/28/18 through 04/03/18 in the amount of $1,397,013.91.
(Finance)

PREPARED BY:Karla Apalategui, Accounting Assistant DEPARTMENT: Finance
PHONE: 619-336-4572 APPROVED BY:

EXPLANATION:

Per Government Section Code 37208, attached are the warrants issued for the period of 03/28/18
through 04/03/18.

Consistent with Department of Finance, listed below are all payments above $50,000.

Vendor Check/Wire.  Amount Explanation

County Mechanical 334549 57,778.85 HVAC Preventative Maintenance

Dick Miller Inc 334561 104,864.13 Citywide Alley Improvements

Palm Engineering 334611 150,325.92 Westside Mobility Improvement Projects
US Bank 334650 64,583.56 Pars Defined Benefits / S Stevenson
FINANCIAL STATEMENT: APPROVED: FINANCE
ACCOUNT NO. APPROVED: MIS

Warrant total $1,397,013.91.

ENVIRONMENTAL REVIEW:
This is not a project and, therefore, not subject to environmental review.

ORDINANCE: INTRODUCTION [ | FINAL ADOPTION | |

STAFF RECOMMENDATION:
Ratify warrants totaling $1,397,013.91

BOARD / COMMISSION RECOMMENDATION:

ATTACHMENTS:
Warrant Register #40
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PAYEE

GOLDEN WEST COLLEGE
MARTINEZ, C

RIVERSIDE SHERIFF'S DEPT
SMITH, M

24 HOUR ELEVATOR INC
A&B SAW & LAWNMOWER
ACEDO, |

ACME SAFETY & SUPPLY CORP
AIRGAS WEST

ANDERSON, E

ASSI SECURITY INC

AT&T

BEARD, P

BECK, L

BISHOP, R

BOEGLER, C

BULL, P

CALIFORNIA ELECTRIC SUPPLY
CARRILLO, R

CASAS, L

CITY OF LEMON GROVE
CLAIMS MANAGEMENT ASSOCIATES
CLAIMS MANAGEMENT ASSOCIATES
COLE, L

COLLINSON, C

CONDON, D

CORDERO, E

CORPUZ, T

COUNTY OF SAN DIEGO
COUNTYWIDE MECHANICAL
COX COMMUNICATIONS
CSMFO

CURVATURE LLC
DANESHFAR, Z

DANIELS TIRE SERVICE
DATA TICKET INC

DAY WIRELESS SYSTEMS
DEPARTMENT OF JUSTICE
DESROCHERS, P

DI CERCHIO, A

DIAZ, M

DICK MILLER INC

DILLARD, S

DREDGE, J

EDDY K EDWARDS

EISERIII, G

FABINSKI, D

FERGUSON ENTERPRISES INC
FERNANDEZ, R

FIFIELD, K

= CALIFORNIA =~

NATIONAL CITY

—~ 1SS =
-~ INCORPORATED -

WARRANT REGISTER #40
4/3/2018

DESCRIPTION

TRAINING TUITION SUPER CIVIL/ MARTINEZ
TRAINING ADV POST LODGE SUB / MARTINEZ
TRAINING TUITION ROT RIVERSIDE/SMITH
TRAINING ADV POST ROT/SMITH M. B.

CITY WIDE ELEVATOR MAINTENANCE / PW
SAWS / PARKS

RETIREE HEALTH BENEFIT / APRIL

CLASS 2 METAL A FRAME BARRICADES / PW
45714 SAFETY SUPPLIES PW

RETIREE HEALTH BENEFIT/ APRIL

PAD INSTALLATIONS / MIS

AT&T SBC PHONE SERVICE MARCH 2018
RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL

MOP 45698 ELECTRIC SUPPLIES PW
RETIREE HEALTH BENEFIT / APRIL
INTERPRETATION SVCS. - COUNCIL MEETING
LIABILITY CLAIM COST

PROFESSIONAL SERVICES

PROFESSIONAL SERVICES

RETIREE HEALTH BENEFIT/ APRIL

RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL
PARADISE CREEK WATER Q.

HVAC PREVENTATIVE MAINTENANCE

COX DATA SERVICES MARCH 2018

2018 CSMFO MEMBERSHIP RENEWAL
GLC-T-CURYV 1000BASE-T-SFP / MIS
RETIREE HEALTH BENEFIT / APRIL

TIRES FOR CITY FLEET FOR FY 2018

DATA TICKET DECEMBER 17 / NSD

COMMS EQUIPMENT SERVICE

NEW EMPLOYEE FINGERPRINT TEST RESULTS
RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT/ APRIL

RETIREE HEALTH BENEFIT / APRIL
CITYWIDE ALLEY IMPROVEMENTS
RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL
LIABILITY CLAIM COST

RETIREE HEALTH BENEFIT / APRIL
RETIREE HEALTH BENEFIT / APRIL

FUEL DRAIN SNAKE / FACILITIES PW

RETIREE HEAL1
RETIREE HEAL1
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CHK NO DATE
334520 4/3/18
334521 4/3/18
334522 4/3/18
334523 4/3/18
334524 4/3/18
334525 4/3/18
334526 4/3/18
334527 4/3/18
334528 4/3/18
334529 4/3/18
334530 4/3/18
334531 4/3/18
334532 4/3/18
334533 4/3/18
334534 4/3/18
334535 4/3/18
334536 4/3/18
334537 4/3/18
334538 4/3/18
334539 4/3/18
334540 4/3/18
334541 4/3/18
334542 4/3/18
334543 4/3/18
334544 4/3/18
334545 4/3/18
334546 4/3/18
334547 4/3/18
334548 4/3/18
334549 4/3/18
334550 4/3/18
334551 4/3/18
334552 4/3/18
334553 4/3/18
334554 4/3/18
334555 4/3/18
334556 4/3/18
334557 4/3/18
334558 4/3/18
334559 4/3/18
334560 4/3/18
334561 4/3/18
334562 4/3/18
334563 4/3/18
334564 4/3/18
334565 4/3/18
334566 4/3/18
334567 4/3/18
334568 4/3/18
334569 4/3/18

1/3

AMOUNT
226.00
1,438.50
228.00
512.00
2,152.01
2,208.79
160.00
2,654.38
342.13
110.00
10,100.00
329.18
70.00
140.00
110.00
260.00
580.00
78.74
290.00
225.00
3,171.35
6,120.00
482.80
165.00
420.00
280.00
520.00
140.00
2,280.75
57,778.85
174.00
110.00
1,479.00
250.00
632.15
2,311.85
665.75
288.00
110.00
70.00
680.00
104,864.13
480.00
250.00
584.33
250.00
220.00
516.56
270.00
540.00



PAYEE

GELSKEY, K

GIBBS JR, R

GISH, J

GONZALES, M
GOVCONNECTION INC
GRAINGER

HANSON, E

HARLAN, M

HAUG, S

HERNANDEZ, R

HINDERLITER DE LLAMAS
HODGES, B

IBARRA, J

IDEMIA IDENTITY & SECURITY USA
JAMES, R

JUNIEL, R

KAISER FOUNDATION HEALTH PLANS
KIMBLE, R

KRONOS INC

L N CURTIS & SONS

LANDA, A

LIEBERT CASSIDY WHITMORE
LIMFUECO, M

LOPEZ, ELIZABETH

LOPEZ, TERESA YOLANDA
MATIENZO, M

MC CABE, T

MCDANIEL, P

MEDINA, R

MILLER, C

MINER, D

MSI MID STATE INSTRUMENTS LLC
MTS

MYERS AND SONS

NAGLE, N

NOTEWARE, D

OLIVARES, G

O'REILLY AUTO PARTS

PACIFIC PRODUCTS & SERVICES
PAESSLER AG

PALM ENGINEERING

PARK WAREHOUSE LLC

PARTS AUTHORITY METRO LLC
PAUU JR, P

PEASE JR, D

PENSKE FORD

PERRY FORD

PETERS, S

POST, R

POWERSTRIDE BATTERY CO INC

= CALIFORNIA =~

NATIONAL CITY

WARRANT REGISTER #40
4/3/2018

DESCRIPTION
RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

ENT PERPETUAL LICENSE / MIS

MOP 65179 BUILDING SUPPLIES PW

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL
CONTRACT SERVICES - SALES TAX

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

NEW EMPLOYEE FINGERPRINT TEST SUBMISSION
RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

KAISER RETIREES INS MARCH 2018

RETIREE HEALTH BENEFIT / APRIL
IVR/VOXEO MONTHLY USAGE / MIS

TACTICAL PANTS / FIRE

RETIREE HEALTH BENEFIT / APRIL

LIABILITY CLAIM COST

RETIREE HEALTH BENEFIT / APRIL

BUILDING FEE REFUND

INTERPRETATION SERVICES - 03/20/18
RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL
ADVANCED DISABILITY PENSION MARCH 2018
RETIREE HEALTH BENEFIT / APRIL

FIRE CAMERA

MTS TROLLEY FLAGGER SERVICE FOR FY 2018
CUSTOM SIGN ALUMINUM / PW

REIMB: NOTARY FEE AND PARKING

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

MOP 75877 AUTO SUPPLIES PW

HEAVY DUTY ANCHOR

PRTG 500 - 36 MAINTENANCE / MIS

WESTSIDE MOBILITY IMPROVEMENTS PROJ-ENG
ANTISKATE SKATEBOARD DETERRENT

MOP 75943 AUTO SUPPLIES PW

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEALTH BENEFIT / APRIL

R&M CITY VEHICLES FOR FY 2018

R&M CITY VEHICLES FOR FY 2018

RETIREE HEALTH BENEFIT / APRIL

RETIREE HEAL] RIL

MOP 67839 AuT| 943 0f 489

CHK NO DATE
334570 4/3/18
334571 4/3/18
334573 4/3/18
334574 4/3/18
334575 4/3/18
334576 4/3/18
334577 4/3/18
334578 4/3/18
334579 4/3/18
334580 4/3/18
334581 4/3/18
334582 4/3/18
334583 4/3/18
334584 4/3/18
334585 4/3/18
334586 4/3/18
334587 4/3/18
334588 4/3/18
334589 4/3/18
334590 4/3/18
334591 4/3/18
334592 4/3/18
334593 4/3/18
334594 4/3/18
334595 4/3/18
334596 4/3/18
334597 4/3/18
334598 4/3/18
334599 4/3/18
334600 4/3/18
334601 4/3/18
334602 4/3/18
334603 4/3/18
334604 4/3/18
334605 4/3/18
334606 4/3/18
334607 4/3/18
334608 4/3/18
334609 4/3/18
334610 4/3/18
334611 4/3/18
334612 4/3/18
334613 4/3/18
334614 4/3/18
334615 4/3/18
334616 4/3/18
334617 4/3/18
334618 4/3/18
334619 4/3/18
334620 4/3/18

2/3

AMOUNT
115.00
120.00
290.00
480.00

4,655.00
623.18
135.00
500.00
120.00
400.00

9,588.81
200.00
780.00

18.00
140.00
50.00
20,069.40
300.00
11.68

5,567.57
155.00

91.50
160.00

1,207.60
400.00
100.00
280.00
290.00
105.00

4,577.10
580.00

6,443.86
290.16
720.40

50.00
120.00
280.00
19.74

1,479.82

918.00
150,325.92
323.50
47.03
340.00
140.00
107.91
270.00
290.00
280.00
435.83
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4/3/2018
PAYEE DESCRIPTION CHK NO DATE AMOUNT
PRO BUILD MOP 45707 GENERAL SUPPLIES PW 334621 4/3/18 1,078.89
PRUDENTIAL OVERALL SUPPLY MOP 45742 LAUNDRY SERVICES PW 334622 4/3/18 343.01
RAY, S RETIREE HEALTH BENEFIT / APRIL 334623 4/3/18 190.00
RED WING SHOES STORE SAFETY BOOTS /BELL / PW 334624 4/3/18 375.00
RIVERSIDE SHERIFF'S DEPT TRAINING TUITION ROT / PD 334625 4/3/18 912.00
ROARK, L RETIREE HEALTH BENEFIT / APRIL 334626 4/3/18 135.00
RUIZ, J RETIREE HEALTH BENEFIT / APRIL 334627 4/3/18 310.00
S & S WELDING STORM DRAIN PLATES 3" x 3" x 3/8" ANGLE 334628 4/3/18 169.65
SAM'S ALIGNMENT WHEEL ALIGNMENT CITY VEHICLES FY 2018 334629 4/3/18 40.00
SANCHEZ, L RETIREE HEALTH BENEFIT / APRIL 334630 4/3/18 330.00
SCST INC PED MIDBLOCK CROSSING ENHANCE PROJ- ENG 334631 4/3/18 739.50
SDG&E FACILITIES DIVISION GAS & ELECTRIC UTILITIES 334632 4/3/18 4,299.18
SERVATIUS, J RETIREE HEALTH BENEFIT / APRIL 334633 4/3/18 340.00
SHORT, C RETIREE HEALTH BENEFIT / APRIL 334634 4/3/18 300.00
SIGNWAREHOUSE INC SW CUSTOM BLADE GRAPHTEC 334635 4/3/18 196.99
SITEONE LANDSCAPE SUPPLY LLC MOP 69277 LANDSCAPE SUPPLIES PW 334636 4/3/18 138.98
SMITH, J RETIREE HEALTH BENEFIT / APRIL 334637 4/3/18 320.00
SOUTH BAY MOTORSPORTS R&M CITY VEHICLES / PW 334638 4/3/18 425.74
SOUTHERN CALIF TRUCK STOP MOP 45758 FUEL SUPPLIES PW 334639 4/3/18 75.17
SOUTHWEST SIGNAL SERVICE MONTHLY INTERSECTION MAINTENANCE FEBRUAR' 334640 4/3/18 10,939.47
STEWART, W RETIREE HEALTH BENEFIT / APRIL 334641 4/3/18 200.00
STRASEN, W RETIREE HEALTH BENEFIT / APRIL 334642 4/3/18 135.00
SWEETWATER AUTHORITY WASTEWATER DIVISION WATER UTILITES 334643 4/3/18 27.82
TELECOM LAW FIRM P C RIGHT-OF-WAY WIRELESS FACILITIES 334644 4/3/18 4,267.50
THE LIGHTHOUSE INC MOP 45726 AUTO SUPPLIES PW 334645 4/3/18 214.54
THE SHERWIN WILLIAMS CO MOP 77816 PAINT SUPPLIES PW 334646 4/3/18 263.21
THE STAR NEWS PUBLISHING COMP ADVERTISING OF NOTICES 334647 4/3/18 51.25
TIPTON, B RETIREE HEALTH BENEFIT / APRIL 334648 4/3/18 250.00
U S HEALTHWORKS DOT EXAMS / HR 334649 4/3/18 288.00
US BANK PARS DEFINED BENEFIT/ S STEVENSON 334650 4/3/18 64,583.56
VALLEY INDUSTRIAL SPECIALTIES MOP 46453 PLUMBING SUPPLIES PW 334651 4/3/18 39.71
VERRY, L RETIREE HEALTH BENEFIT / APRIL 334652 4/3/18 280.00
VILLAGOMEZ, J RETIREE HEALTH BENEFIT / APRIL 334653 4/3/18 480.00
WESTFLEX INDUSTRIAL MOP 63850 AUTO SUPPLIES PW 334654 4/3/18 549.59
WHITE, J RETIREE HEALTH BENEFIT/ APRIL 334655 4/3/18 230.00
WILLDAN FINANCIAL SERVICES FEE STUDY RFP 334656 4/3/18 6,835.00
WILLY'S ELECTRONIC SUPPLY MOP #45763/ELECTRONIC SUPPLIES/MIS 334657 4/3/18 232.13
WISER, RON REFUND OF BUSINESS LICENSE RENEWAL 334658 4/3/18 60.00
Z A P MANUFACTURING INC SIGN FILM GREEN 334659 4/3/18 492.19
A/P Total 524,449.34
SECTION 8 HAPS Start Date End Date
3/28/2018 4/3/2018 872,564.57

GRAND TOTAL $1,397,013.91
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Certification

IN ACCORDANCE WITH SECTION 37202, 37208, 372059 OF THE GOVERNMENT CODE, WE
HEREBY CERTIFY TO THE ACCURACY OF THE DEMANDS LISTED ABOVE AND TO THE
AVAILABILITY OF FUNDS FOR THE PAYMENT THEREOF AND FURTHER THAT THE ABOVE
CLAIMS AND DEMANDS HAVE BEEN AUDITED AS REQUIRED BY LAW.

MARK ROBERTS, FINANCE LESLIE DEESE, CITY MANAGER

FINANCE COMMITTEE

RONALD J. MORRISON, MAYOR-CHAIRMAN

ALBERT MENDIVIL, VICE-MAYOR ALEJANDRA SOTELO-SOLIS, MEMBER

MONA RIOS, MEMBER JERRY CANO, MEMBER

| HEREBY CERTIFY THAT THE FOREGOING CLAIMS AND DEMANDS WERE APPROVED AND
THE CITY TREASURER IS AUTHORIZED TO ISSUE SAID WARRANTS IN PAYMENT THEREOF
BY THE CITY COUNCIL ON THE 15" OF MAY, 2018.

AYES

NAYS

ABSENT
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CC/CDC-HA Agenda
5/15/2018 — Page 346

The following page(s) contain the backup material for Agenda Item: Warrant Register
#41 for the period of 04/04/18 through 04/10/18 in the amount of $2,065,780.09.

(Finance)
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CITY OF NATIONAL CITY, CALIFORNIA
COUNCIL AGENDA STATEMENT

MEETING DATE: May 15, 2018 AGENDA I